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ABSTRACT 
 
The Government of South Africa has placed a lot of emphasis on 
economic growth and the involvement of Black people in the 
mainstream of the economy. The implementation of Broad-Based 
Black Economic Empowerment (B-BBEE) created opportunities for 
direct empowerment of Black females in ownership and management.  
 
The Construction Industry is being challenged to increase the number 
of Black females in management and ownership levels. Due to the 
nature of the Industry, only a small population of females considers 
Construction as a career option. The Industry has also lost a 
significant number of skilled Engineers and is experiencing a 
shortage of skilled managers in Middle and Senior Management 
Levels.   
 
The research problem questioned the current state of empowerment 
for Black women in the Construction Industry as measured against 
the B-BBEE Scorecard. 
 
The literature review focused on the requirements of the B-BBEE 
scorecard and Construction Charter. The second phase focused on 
gender equality and the achievements of women in Construction. 
 
The research design was done by using questionnaires to the South 
African Federation of Civil Engineering Contractors (Safcec) 
members in the Eastern Cape. The research design and survey 
aimed to determine the status of empowerment in the Construction 
Industry. 
 
With reference to both the literature review and the empirical findings 
the state of female empowerment can be determined. Therefore 
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recommendations and opportunities for further research in this regard 
can be identified. 
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CHAPTER 1 
INTRODUCTION AND PROBLEM STATEMENT 
 
1.1 INTRODUCTION 
The Government of South Africa’s accelerated and shared growth 
initiative for SA (AsgiSA) main focus was to grow the economy by 6 
percent per year. Economic growth is one of the main concerns of the 
Government, economists and entrepreneurs in South Africa. The 
regulatory policy of the Government is concerned with the way which 
legislation is used to affect economic outcomes. Many lives are daily 
influenced daily by various laws, such as labour laws and competition 
policies (Mohr, Fourie and Associates, 2006: 396).  
 
Despite significant progress since the establishment of a democratic 
government in 1994, South African society is characterized by racially 
Based income and social service inequalities. Subsequently the vast 
majority of South Africans remain excluded from ownership, control, 
management of productive assets and from access to training in 
strategic skills (Government Gazette, 2007). The shortage of skilled 
workers has been identified as the major impediment to economic 
growth in South Africa. As a response to the shortage, the Amended 
Skills Development Act of 2003 was implemented with the aim to 
improve productivity in the workplace and the competitiveness of 
employers, as well as to promote self-employment (Department of 
Labour, 2008). 
 
Empowerment as a concept is applicable to many spheres of life. The 
broader concept of empowerment refers to an increase in the 
spiritual, political, social or economic strength of the individuals or the 
communities. Empowerment often involves the development of 
confidence in the individual’s or community’s own capacities 
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(Wikipedia, 2008). Definitions of empowerment on the web cover a 
wide spectrum ranging from self-empowerment through learning to 
the contemporary South African context of Broad-Based Black 
Economic Empowerment (B-BBEE). The essence of empowerment in 
any context can be defined as the process which enables one to gain 
power, authority and influence over others, institutions or society. 
Empowerment is probably the totality of the following or similar 
capabilities: 
• Having decision making power of one's own.  
• Having access to information and resources for taking proper 
decisions.  
• Having a range of options from which you can make choices 
(not just yes/no, either/or).  
• Ability to exercise assertiveness in collective decision making.  
• Having positive thinking regarding the ability to make change.  
• Ability to learn skills for improving one's personal or collective 
power.  
• Ability to change others’ perceptions by democratic means.  
• Involvement in the growth process and changes that is never 
ending and self-initiated.  
• Increasing one's positive self-image and overcoming stigma.  
• Increasing one's ability in discreet thinking to sort out right and 
wrong.  
In short, empowerment is the process that allows one to gain the 
knowledge, skill sets and attitude needed to cope with the changing 
world and the circumstances in which one lives (Wikipedia, 2008). 
1.2 BROAD-BASED BLACK ECONOMIC EMPOWERMENT 
The B-BBEE Codes of Good Practice was published on the 9th 
February 2007. The implementation of Broad-Based Black Economic 
Empowerment (B-BBEE) within the Small Medium-sized Enterprises 
 3
(SME’s) sector in South Africa is geared to reduce poverty and 
unemployment. The main objective is to promote the effective 
participation of Black people in the mainstream of the economy 
through Broad-Based Black Economic Empowerment Act (No. 53 of 
2003) when the Broad-Based Black economic empowerment codes 
of good Practice was published in the Government gazettes 
(Government Gazette, 2007). The scorecard consists of three 
components of empowerment which in turn comprises of the seven 
elements of the scorecard. The three components are: 
• Direct empowerment through Ownership and Management.  
• Human resource development empowered through Employment 
equity and Skills development.  
•  Preferential Procurement, Enterprise and Social development 
contributing to form indirect empowerment. 
 “In order to remain competitive, retail market position and leverage 
off new business opportunities, many businesses will need to change 
their ownership and stakeholder profile. Broad-Based BEE is the 
most important strategic issue facing most South African business 
owners” (Balshaw and Goldberg, 2005:55:97)  
Gender equality is to promote equal participation of women and men 
in decision making and to reduce the gap between women’s and 
men’s access and control of resources and support women to fully 
exercise their rights. Most of these goals are still out of reach for most 
women worldwide. Nevertheless, women’s critical role in income 
generation and management of resources is essential for sustainable 
development and economic growth (CIDA, 2008). 
1.3 THE CONSTRUCTION INDUSTRY 
The Construction Industry is also facing a lot of other challenges that 
needs to be addressed. There is a critical shortage of skills together 
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with an inadequate investment in skills development across all levels 
in the Construction sector. Likewise working conditions on some 
construction sites are unacceptably low; including factors such as 
extended periods away from home, long hours, unsafe working 
environments and inadequate housing arrangements. All these 
factors contributed to create an environment of low productivity. The 
construction sector has to address B-BBEE, enhance capacity and 
increase the productivity of the sector to meet world best practice 
(Government Gazette Construction Sector Charter — Contemporary 
Gazette, 2009). 
 
The purpose of this study will be to investigate the current status of 
Black female empowerment in the Construction Industry, measured 
against the B-BBEE scorecard. It will focus on the need for 
management training to empower Black women in becoming 
successful entrepreneurs and managers to comply with the B-BBEE 
scorecard in the Construction Industry.  This exploratory research will 
be a phenomenological design resulting in questionnaires to 
determine the current status of Black female ownership and 
management. It will also investigate if and how women in the 
Construction Industry can be empowered to take their rightful place 
as entrepreneurs and managers alongside their male counterparts. 
The study will determine the current status of the implementation of 
the Broad-Based Black Economic Empowerment Scorecard, and if it 
will be the answer to address gender equality and skills shortage in 
the Industry. 
1.4 PROBLEM STATEMENT 
WHAT IS THE CURRENT STATE OF EMPOWERMENT FOR 
WOMEN IN THE CONSTRUCTION INDUSTRY AS MEASURED 
AGAINT THE BROAD-BASED BLACK ECONOMIC 
EMPOWERMENT SCORECARD? 
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 As the Construction sector was previously geared toward employing 
mostly men, it is a big challenge for Management to move the focus 
over to women. However, to ensure effective implementation of the 
scorecard, the constraints in the Construction Industry regarding 
women need to be addressed. “The pre-amble of the interim 
Constitution envisages a new democratic order in which there is 
equality between men, women and people of all races” (Liebenberg, 
1995:9).  There are limited numbers of Black people, especially Black 
women, in controlling positions, managerial positions and in the 
specialized professions in the larger enterprises in the Construction 
sector.  High emphasis is being placed on the empowerment of 
women on certain elements of the scorecard with the allocation of 
bonus points on Ownership and Management elements (Government 
Gazette, 2007)  
 
The South African Women in Construction (SAWiC) initiative was 
founded in 1997 to empower women to gain access to contracts, 
training, finance and networks in the Construction Industry (SAWiC, 
2008).  As per a survey done by Statistics SA, Women in 
Construction represented approximately 10 percent of the total 
employment in the Construction Industry. This brings the number of 
women employees in the Construction Industry to approximately 77 
000.  During the 2004/05 financial period, contracts awarded to 
women-owned companies represented only five percent of the total 
value of projects (Statistics South Africa, 2008). 
1.5 SKILLS DEVELOPMENT AND MANAGERIAL TRAINING 
The study will investigate: 
• The status of Black male and female empowerment measured 
against the B-BBEE scorecard. 
• Compliance of the B-BBEE scorecard in the Construction 
Industry 
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• The importance of women as key role players in the 
attainment of a B-BBEE scorecard. 
•  The potential to empower  women to be competent 
entrepreneurs and  managers 
• Importance of skill development in the empowerment process. 
• Obstacles faced by Black females and the resulting influence 
of it on achievement. 
 
 The Construction Industry is a labour-intensive, rapidly growing 
sector and open to opportunities for Broad-Based Black Economic 
Empowerment (B-BBEE) and small business development. In an 
article in Business Watch by Mzwandile Jacks about the joints 
initiative on priority skills acquisition (Jipsa), only 5 000 artisans are 
produced annually while research has shown that at least 12 500 
artisans need to be produced. The report also stated that South 
Africa produced 1 400 engineers with B-Eng and BSc Eng degrees 
of whom only 50 percent are registered with Professional 
Engineering Councils while the projected demand for qualified 
Engineers is more than 2 400 annually. 
Elizabeth Abelho stated in the October 2006 issue of The Civil 
Engineering Contractor, discussed the skills shortages of younger 
engineers. She stated that private companies and the public sector 
are dovetailing to address the skills problem in the country and those 
firms had to re-employ retired engineers to fill the gap. A graphical 
analysis showed that there are less than 50 qualified Black engineers 
in each category in the age group 34-50 and less than 20 in the age 
group between 50 and 69.  
The role of stakeholders in career development from a young age and 
a positive mindset change regarding skills development were 
highlighted as components of a long term vision during an Eastern 
Cape Skills Indaba that was held in East London on 26th and 27 
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February 2009.  Professor Badot from Rhodes University also stated 
that employees should not be promoted to a higher level if they are 
not competent. Service delivery and quality will declined if the 
employees are stretched beyond their capabilities. In order to 
empower them, the following three dimensions should be addressed: 
• Know that – basic information 
• Know how – applied knowledge 
• Know why. – understanding level of performance speed. 
1.6 PREVIOUS STUDIES 
The Canadian International Development Agency (CIDA) has played 
an important role in addressing equality between men and women in 
decision making and to reduce the gap of access and control of 
resources. CIDA’s aim is to reduce poverty, promote human rights, 
and support sustainable development. Worldwide, the number of 
people in developing countries living on less than one dollar a day fell 
to 980 million in 2004 - down from 1.25 billion in 1990. The proportion 
of people living in extreme poverty fell from nearly one third to 19 
percent over this period.  
 
Gender and Economic Reforms in Africa (GERA) spent more than 
two years conducting and analyzing new research on primary 
economic forces and programs shaping Africa’s future. They 
conducted 16 research projects and provided evidence that macro-
economic, trade and investment policies are not gender-neutral.  
They had an adverse impact on women and gender relations as 
whole and reinforced existing inequalities by region and along class 
lines. It was also recognized that on macro and micro level, African 
women’s economic empowerment requires transforming policies and 
institutions in global economic governance (Rhanriamaro, 2003:45).  
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 Studies initiated by the World Bank in 1993 drew attention to the 
possibility that inequality of gender relations may underline some of 
the poor performance of adjusting economies. According to The 
Institute of Development Studies, comparative empirical research 
which investigates, how and whether policy changes take effect in 
implementation, as well as the links between level changes and micro 
level response (Baden, 1997). 
 
As stated by an article of Women in Construction, women presently 
lack the capacity to compete in the market and yet have to clearly 
define what capacity building needs they have to effectively take part 
in business deals. 
1.7 RESEARCH OBJECTIVES 
The Primary Research Design objectives will be pursued to determine 
the current state of empowerment of Black female in Ownership and 
Management levels. The aim is to investigate how effective the 
human resource empowerment is implemented, through various 
means of skills development and mentoring in the Construction 
Industry, to comply with the B-BBEE scorecard over the next five to 
10 years and what role skills development must play to ensure that 
women are empowered to a competent level.  To achieve the above 
primary objective, the following research questions will be 
investigated: 
1.7.1 Broad-Based Black Economic Empowerment 
• How well informed is the Construction Industry with the 
implementation of the B-BBEE codes? 
• Are companies in the Construction Industry compliant 
with B-BBEE? 
• How well is B-BBEE integrated in the company’s long-
term strategies? 
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• Does Management recognize the importance of women 
as key role players in the acquirement of a B-BBEE 
scorecard? 
 
1.7.2 Empowerment of Women 
• Does the empowerment of women form part of 
management’s long-term strategy? 
• How big a role do women play in the company’s 
decision making? 
• How does the performance of women in certain job 
descriptions compare with men? 
• Do men respect the authority of Black women in 
leadership positions?  
• The influence that difficult environmental factors have 
on women in Construction? 
• Are women able to fulfill all the job descriptions in the 
Industry or are certain categories only applicable to 
men? 
• Are there opportunities for women to excel in the 
Construction Industry in Management? 
 
1.7.3 Empowerment Through Enhancement of Skills 
• Are Black employees engaged in skill development 
programs? 
• Is there a need for skills development and management 
training in the Construction Industry? 
• What training methods are applied in the Industry? 
• Is there a need for Skills Development for Black women 
in Construction? 
• Is there sufficient training available for the current need 
in the Construction Industry? 
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• Can women in Construction, who have the same 
opportunities and knowledge, be equally effective in 
management as their male counterparts? 
 
1.7.4 Managerial Training 
• Is managerial training available to women in managerial 
positions to enhance their performance? 
• Can effective management or ownership be 
implemented without sufficient knowledge and 
empowerment? 
• Is there sufficient on the job training by senior managers 
 to equip junior female managers? 
•  What level of Black females are involved in 
 management training? 
• How many women are involved in management 
 training? 
 
A preliminary review was conducted on the B-BBEE codes of good 
practice, gender equality and the achievements of women in 
Construction.  A second literature review will be conducted during the 
course of this research. 
 
A medium population sample of 20 organisations will be directed at 
members of The South African Federation of Civil Engineers (Safcec) 
in the Eastern Cape. The questionnaire will be directed at Top 
Management and Human Resources Managers that are actively 
involved in the Construction Industry in the Eastern Cape. Qualitative 
Data will be collected by means of questionnaires and in-depth 
interviews. 
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FIGURE 1.1: Schematic Design of Research Objectives 
 
1.8 RESEARCH METHODOLOGY 
Methodology refers to the overall approach to the research process 
by various means by which data can be collected and analyses. The 
following two main research paradigms were described by Collis and 
Hussey (2003) as follows: 
1.8.1 Research Paradigm 
Positivistic paradigm, or else known as a quantitative method in the 
social science, is Based on natural sciences, such as Biology, Botany 
and Physics. This assumes that social reality is independent of us 
and exists regardless whether we are aware of it. Therefore, the act 
of investigating reality has no effect on reality and little attention is 
paid to the subjective state of the individual. 
 
A phenomenological paradigm or qualitative paradigm is a subjective 
approach which investigates perceptions in order to gain a better 
understanding of social and human behaviour. A phenomenon is 
derived from a Greek word that means “appear or show”. This 
paradigm assumes that social reality is in our minds; a reaction to the 
positivistic paradigm.  This method is more focused on the meaning 
of subjective aspects rather than on measurement of social 
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phenomena. The phenomenological paradigm developed as a result 
of criticism of the positivistic paradigm. 
 
The main differences of the positivistic and phenomenological 
paradigms are illustrated in Table 1.1: 
 
TABLE 1.1: – Main Research Paradigms 
POSITIVISTIC PARADIGM 
PHENOMENOLOGICAL 
PARADIGM 
Produces quantitative data Produces qualitative data 
Data is specific and precise Emphasis is on quality and depth 
Uses large samples   Uses small samples 
Concerned with the testing of the 
hypothesis  
Concerned with generating 
theories 
Very reliable Unreliable 
Validity is low Validity is high 
 
Source: Collis and Hussey (2003: 55) 
 
The following methodologies are associated with the positivist 
paradigm:- 
• Cross-sectional study: It is a methodology to obtain information 
on variables in different contexts, but at the same time.  
• Experimental study: It is used to investigate the relationship 
between two variables. The independent variable is 
deliberately manipulated in order to observe the effect on the 
dependant variable. 
• Longitudinal studies: It involves the study of a variable or group 
of subjects over a long period of time. 
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The phenomenological paradigm consists of: 
• Action research: It is applied research to find an effective way 
of bringing about a conscious change in parity controlled 
environment. 
• Case studies : The focus is on understanding the dynamics 
present within a single setting, often used in exploratory 
research. 
• Ethnography: The researcher uses socially acquired and 
shared knowledge to understand the observed patterns of 
human activity. 
• Feminist perspective: A challenge to traditional research 
paradigm from woman’s point of view. 
• Grounded Theory: A systematic set of procedures are used 
to develop a derived theory about a phenomenon. 
•  Hermeneutics: Focuses on the historical and social context 
surrounding an action. 
• Participative enquiry: It involves participants in the research as 
fully as possible in a study  that is conducted in their own group 
or organisation. 
 
The paradigm to be used for this proposed study will be a 
phenomenological paradigm. The qualitative methodology will be 
applied to investigate the current B-BBEE status on the Construction 
Sector. It will also be applied to determine if women in Construction 
can be just as effective in the role of entrepreneur and manager as 
their male counterparts, what skills are required and if they will be 
able to cope in a dominant male environment. 
1.8.2 Sample Method 
Data collection methods are used as part of the research process 
which is concerned with collecting data. Many research projects can 
consist of a combination of different methods to collect data. A 
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Population is a body of people or collection of items that represents a 
sample. A sample theory is the study of relationships between a 
population and samples drawn from it.  The sampling method in itself 
is not positivistic or phenomenological, but depending on the 
frequency of occurrence of a variable, it will result in quantitative data 
and the meaning of a phenomenon will result in qualitative data.   
 
As described by Paul Leedy (1997:205-209) there are two types of 
sampling that can be used namely, Probability and Non-probability 
sampling: 
• Random sampling, which is a probability sampling method, is a 
sampling technique where every member of the population 
stands a chance of being chosen for the sample. 
• Quota sampling is a non-probability sampling method and is 
used in marketing research where different quotas are applied 
to different types of people for example 20 women in 
Construction under the age of 35. 
 
Various sampling techniques can be used to select a sample as 
defined by Collis and Hussey (2003). For the purpose of this 
research, the author needs to collect data using convenience and 
snowball sampling to determine the strategic objectives of the 
Construction Industry regarding the implementation of B-BBEE and 
the empowerment of women.   
 
Qualifying Small Enterprises (QSE’s) that have a turnover between R 
five million and R 35 million was targeted. The intent was to use 
convenient sampling, which is a non-probability sampling method, 
because it takes units as presented and no attempt is made to control 
bias.  An unbiased sample can not be guaranteed because reliability 
might be low, because there is no way to guarantee that each 
element in the population will be represented. Snowball sampling or 
networking is associated with qualitative studies where it is essential 
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to include people with experience in a Construction Industry that 
know which strategies are important in the industry to gain a 
competitive edge and have knowledge regarding what B-BBEE 
implementation and the. A medium sample of a population of 20 will 
be taken from within the Civil Engineering Sector of the Construction 
Industry: 
• Top executives who are actively involved in strategic alignment 
to gain competitive advantage and secure sustainable growth 
(snowball sampling). 
• And HR Managers who ensure that the intellectual capital of 
the company is adding value to the business and who correlate 
the correct fit between organisational objectives and human 
resource department (snowball sampling). 
 
Selecting a sample will meet the following criteria:- 
•  Population between 10 and 15 out of a total 21 Safcec 
members. 
•  This population will form part of the 100 registered Cidb 
members. 
• Cidb classification CE 
• Cidb registration level between three and nine. 
• Managers and owners 
1.8.3 Measuring Instrument 
In order to obtain enough information for data analysis, the intension 
is to make use of questionnaires and interviews. The questionnaire 
comprises of a combination of open and closed questions, using an 
anchor scale to measure importance.  
 
The questionnaire will consist of two sections, geographical data and 
operations data. Open and closed questions will be included in the 
geographical section to acquire personal data through multiple choice 
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questions. Open-ended questions will be directed at the operations of 
the industry and will allow respondents to give their personal opinion 
of the situation. The open-ended questions to be asked in the 
questionnaire will be adapted to be effective during a one on one 
interview.  
1.9  DATA ANALYSIS 
Data collected will be analyses using a combination of methods:- 
• The Survey Gold computer programme will be used to analyse 
the qualitative data.   
•  Content Analysis - Since some of the data to be collected are 
open-ended questions that need to be analyses and 
summarized to make sense of, a formal approach of content 
analysis will be used as it is advocated by Easterby-Smith, 
Thorpe and Lowe (1991). This measuring instrument is useful 
to convert qualitative data into quantitative data. This method 
will assist in systematically converting text to numerical 
variables for quantitative data analysis. As stated by Mostyn 
(1985), he claims that this technique has been used as early 
as 1740 to analyses communications. A coding frame will be 
constructed in Excel with coding units to analyses data (Collis, 
Hussey, 2003:255).  
1.10  HYPOTHESIS 
The study will investigate the gender equality on ownership and 
management level that exists in the Construction Industry and if the 
implementation of B-BBEE scorecard can increase the empowerment 
and participation of Black women in these levels. The Construction 
Industry is a labour-intensive, rapidly growing sector and open to 
opportunities for Broad-Based Black Economic Empowerment (B-
BBEE) and small business development.  
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Elizabeth Abelho discussed the skills shortages of younger 
Engineers. In the October 2006 issue of The Civil Engineering 
Contractor, She stated that private companies and the public sector 
are dovetailing to address the skills problem in the land and those 
firms had to re-employ retired engineers to fill the gap. A graphical 
analysis showed that there are less than 50 qualified Black engineers 
in each category between ages 34 and 50 and less than 20 in the age 
group between 50 and 69.  
 
In pursuance of the above-mentioned research objectives, two sets of 
hypotheses will be tested with regard to the relationships between 
gender and managerial development strategies and B-BBEE 
empowerment.  
1.10.1 Organisational Management and Ownership 
H1A There is a positive relationship between skills 
 development and organisational entrepreneurs and managers 
 
H1B There is a positive relationship between skills 
 development and effective female empowerment. 
1.11  TERMINOLOGY 
To understand what Broad-Based Black Economic Empowerment is, 
the Author will look at the individual definitions of each word. 
Broad-Based:  As described in Encarta dictionary, it  
   means “covering a wide range, full and  
   clear to see”. 
Black:   Black People, Africans, Coloured and 
   Indians in terms of the B-BBEE Act, 53 of 
   2003 and read in conjunction with the  
   definition in the code of good practice  
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   issued by the DTi, it limits the   
   definition to natural persons who are  
   citizens of the Republic of South Africa by 
   birth or by descent as well  as natural  
   persons who acquired citizenship by  
   naturalization prior to the    
   commencement of the Interim   
   Constitution. 
 
Economic:   As defined by Joseph Stilitz, Economics  
   is the study of how  individuals, firms,  
   Government and other organisations  
   within our society make choices and  
   how those choices determine how the  
   resources of society are used. 
 
Empowerment: In the Encarta Dictionary empowerment is 
   defined “as to give authority to somebody, 
   or to give somebody a greater sense of  
   confidence and self-esteem”.  
 
Skills development: The ability to do something well, usually  
   gained through training or experience. 
 
Construction:  The building of something, especially a  
   large  structure such as a house, road or 
   bridge. 
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1.12  OUTLINE OF THE STUDY 
The study will be divided into six chapters: 
 
Chapter 1  Introduction and Problem Statement 
Chapter 2  Broad-Based Black Economic Empowerment 
Applied In The Construction Industry 
Chapter 3  Empowerment Of Women In Construction 
Chapter 4  The Empirical Study 
Chapter 5  Empirical Findings 
Chapter 6  Summary, Conclusion and Recommendations 
 
1.13  CONCLUDING REMARKS 
This chapter gave a broad overview of the content of the research 
study. Chapter two consists of a literature review to give more insight 
on the elements of Broad-Based Black Economic Empowerment. It 
will also give insight on the Construction Industry and discuss how the 
Construction Charter will be applied in the verification process. 
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CHAPTER 2 
 
BROAD-BASED BLACK ECONOMIC EMPOWERMENT 
APPLIED IN THE CONSTRUCTION INDUSTRY 
 
2.1  INTRODUCTION 
One of the fundamental principles of the Broad-Based Black 
Economic Empowerment (B-BBEE) Act, as well as the many sector 
transformation charters being concluded, is to address gender 
inequality in the workplace. This chapter focuses on the 
implementation of Broad-Based Black Economic Empowerment in the 
Construction Industry.  
 
A general perspective that Construction is a male dominant sector 
can be seen as unfair discrimination against women and much work 
needs to be done to empower women effectively to take their place in 
the Construction Industry. There are certain NGO’s, such as South 
African Women in Construction and Women for Housing that are 
doing good work in terms of assisting women to become more 
involved in the Construction Sector. 
 
The main focus will be on the scorecard elements regarding 
ownership and management, the Construction Charter and the 
advantages of the inclusion of women in an organisation’s ownership 
and management control. 
 
The literature review will consist of three topics: 
• Broad-Based Black Economics Empowerment 
• Empowerment of Women 
• Women in the Construction Industry and available 
opportunities. 
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Effective human capital management remains the key to the success 
of any business and the challenge to integrate its intellectual capital 
and knowledge resources with its corporate strategy is growing in 
complexity. Research shows that companies with greater gender 
diversity often achieve higher returns, so the continued investment in 
women’s advancement and retention programs is important to long-
term sustainability in today’s global marketplace.  
 
In addition, women make up half of the world’s population and earn 
the majority of college degrees (Deloitte, Touche, Tohmatsu, 2009).  
Wikipedia defines Empowerment as a concept is applicable to many 
spheres of life. The broader concept of empowerment refers to an 
increasing in the spiritual, political, social or economic strength of the 
individuals or the communities. Empowerment often involves the 
development of confidence in the individual’s or community’s own 
capacities (Wikipedia, 2009).  
 
Balshaw and Goldberg stated that in order to remain competitive, and 
to take advantage of retail market position and leverage off new 
business opportunities, many businesses will need to change their 
ownership and stakeholder profile. B-BBEE is currently the most 
important strategic issue facing most South African business owners. 
For it to be used as a strategic tool, the scorecard must be embedded 
in the management systems. The scorecard must be understood to 
be a strategic management system. It is important to understand what 
the scorecard is and how it can be implemented successfully to 
enhance management systems and to bring about organisational 
transformation. 
2.2  TRANSFORMATION  
Since 1994, the Government embarked upon a comprehensive 
program to provide a legislative framework for the transformation of 
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our economy. New laws have introduced specific active measures to 
overcome the distortions in the labour market, as well as provide new 
economic opportunities to historically disadvantaged persons. 
2.2.1 Broad-Based Black Economic Empowerment Act 
The objectives of the Broad-Based Black Economic Empowerment 
Act 53 of 2003 are to facilitate Broad-Based Black Economic 
Empowerment by: 
• Promoting economic transformation in order to enable 
meaningful participation of Black people in the economy. 
• Achieving a substantial change in the racial composition of 
ownership and management structures and in the skilled 
occupations of existing and new enterprises. 
• Increasing the extent to which communities, workers, 
cooperatives and other collective enterprises own and manage 
existing and new enterprises and increasing their access to 
economic activities, infrastructure and skills training. 
• Increasing the extent to which Black women own and manage 
existing and new enterprises, and increasing their access to 
economic activities, infrastructure and skills training. 
• Promoting investment programs that lead to broad-Based and 
meaningful participation in the economy by Black people in 
order to achieve sustainable development and general 
prosperity. 
• Empowering rural and local communities by enabling access to 
economic activities, land, infrastructure, ownership and skills.  
• Promoting access to finance for Black Economic 
Empowerment. 
 
The transformation is not only focused on Black people in general, 
but it is also focused on gender equality with the application of 
Adjusted Gender for Recognition on most levels of the scorecard. 
 23
Enterprises will have to increase the involvement of Black Women in 
the ownership and management levels to optimize their score and 
enterprises.  
2.2.2 Preferential Procurement Act 
 According to an article by Tenderscan about South African’s 
Procurement Policy, guidelines were published by the Government to 
assist the public in the tendering process. According to these 
guidelines, the five pillars of procurement are: value for money, open 
and effective competition, ethics and fair dealing, accountability and 
reporting, and equity. It is only with the fifth pillar (equity) that the 
issue of BEE preferential procurement points comes into play. 
 
According to Tony Balshaw National Treasury indicated in 2008 that 
Cabinet had instructed that a new revised Preferential Procurement 
Policy Framework must be compiled, aligned with the aims of the 
Broad-Based Black Economic Empowerment Act and its associated 
strategy.  
 
The new Act is expected to be finalized and implemented in 2009. If 
the act is aligned according to the B-BBEE Act and Employment 
Equity Act, tenders will be awarded to enterprises with the highest 
compliance factor. The inclusion of women in management and 
ownership levels might play an important role in securing tenders in 
future. 
Furthermore, the 2009 draft proposed the allocation of point systems 
on the following basis: 
• 80/20 principle, 20 points scored by a bidder will be in respect 
of B-BBEE status level as contemplated in the draft, for 
procurement of services up to a million rand. 
• 90/10 principle, 10 points will be in respect of B-BBEE status 
level for services in rand value above one million rand. 
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The Department of Public Works’ vision is to be a world-class public 
works department. The National Department of Public Works is 
committed to facilitating delivery by other departments by providing 
accommodation and property management services and meeting the 
objectives of poverty alleviation and transformation. 
The Department will endeavor to: 
• Efficiently manage the asset life cycle of immovable assets 
under the Department’s custodianship. 
• Provide expert advice to all three spheres of government.  
• Contribute to the national goals of job creation and poverty 
alleviation through the coordination of public works programs 
nationally, of  which the EPWP forms an integral part. 
• Provides strategic leadership to the Construction and Property 
 Industries (Top Women in Business & Government). 
2.2.3 Employment Equity Act 
Another important law introduced in 1998 was the Employment Equity 
Act (55/1998) that outlawed all forms of unfair discrimination at work 
and required all enterprises employing more than fifty employees to 
take affirmative action to bring about a representative spread of 
designated groups and women in all occupations and organisational 
levels within defined time periods. It was amended on 18 August 
2006 (Government Gazette, 2006). 
 
In order to achieve workplace equity, every employer must promote 
equal opportunity in employment to eliminate unfair discrimination 
practices.  The Act prohibits unfair discrimination on the basis of 
gender and sex. It is therefore most important to include women 
across all levels of the organisation, including management levels. 
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Research samples done in 2003 by Dr Theo Haupt and Prof John 
Smallwood about gender equity in Construction, revealed that less 
than 50 percent of firms had gender equality policies in place and 66 
percent had management had visibility endorsed non-discriminatory 
employment practices or information about gender issues. Eighty 
Seven percent of respondents reported that their firms provided equal 
opportunities for female workers to be promoted, but only 48 percent 
indicated that funding was available specifically targeted at improving 
the status and qualifications of their female employees. 
2.2.4 Skills Development Act 
The 2008 amended Skills Development Act, 1998 provides broader 
and new functions to the National Skills Authority and Seta’s. It also 
aims to: 
• To make better provision for apprenticeships. 
• The implementation of employment services. 
• To increase the quality and quantity of artisans. 
• To repeal remaining sections of the current Manpower Training 
Act, 1981. 
• To provide for Skills Development Institutes. 
• To provide for the Quality Council for Trades and Occupations. 
• To clarify the legal status of Productivity South Africa. 
• To clarify the legal and governance status of the National Skills 
Fund. 
 (Government Gazette, 2008:2)  
 
In order to achieve and maintain a competitive advantage, it is vitally 
important that all employees in the organisation are equipped and 
developed to create a highly committed and capable workforce in 
order to achieve optimum productivity. In order to comply with 
employment equity and B-BBEE Act. It is important to involve all 
races and genders in skills development.  
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 Due to a vast health and safety risks associated with Construction, it 
is also important that all employees are aware of health and safety 
laws and how to comply with these regulations.  
 
Gender recognition is also applied under the B-BBEE level for skills 
development. Organisations which involve Black Female employees 
in their skills training programs will automatically achieve a better 
score than organisations with no female training. 
2.3  BROAD-BASED BLACK ECONOMIC EMPOWERMENT  
The scorecard on Broad-Based Black Economic Empowerment (B-
BBEE) was published in the Government Gazette number 29617 on 9 
February 2007.  
2.3.1 Vision 
Through B-BBEE, the Government is striving to empower previously 
disadvantaged Black people and to balance out the inequalities. The 
key objectives of the B-BBEE Scorecard are to increase the number 
of Black people that manage, own and control enterprises. It aims to 
provide recognition and measurement criteria for Black ownership 
and to provide financial sustainability (DTI presentation, 07 March 
2006). 
 
“Responsible stakeholders and visionary leadership are required to 
make Broad-Based BEE work  The art of successfully implementing 
Broad-Based BEE transformation will lie in realizing the reasonable 
and realistic expectations of all parties” (Balshaw, 2008:11) 
 
Through B-BBEE the Government hopes to get the majority Black 
people actively involved in the mainstream of the economy, which in 
return will result in economic growth and increase market share. Their 
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goal is to empower Black people in top management and ownership 
positions. High emphasis is being placed to empower Black people 
through skill development, with the inclusion of women. Bonus points 
can be earned on the scorecard if these criteria are being met. 
2.3.2 Construction Charter 
 
The Construction Transformation Charter was published in the 
Government Gazette in February 2007, together with the DTI’s Code 
of Good Practice and is legally binding from May 2009. 
 
The Construction Sector Code presents the industry with the ideal 
opportunity for the advancement of transformation and Black 
Economic Empowerment in the procurement of construction 
programs and services. The Code also seeks to regulate a target of 
30 percent Black ownership in the industry over the next 10 years. 
.  
In the Construction charter, the Construction Sector was defined as a 
priority sector under the Department of Public Works and facilitates 
new fixed investments as well as maintenance of existing 
infrastructure. In many instances the Construction Sector is 
responsible for the creation of public goods like roads, airports, 
harbours and basic services. Most services are based on tendering 
procedures and are subjected to public sector procurement policies. 
 
The Construction Sector is viewed as a strong employment creator 
and is a first tier supplier to Government in the supply chain. No 
bonus points or sub-minimums appear in the codes. It is important to 
the sector that the measured entity reflects its precise score 
achieved. 
The Construction Charter deals with a number of transformation 
issues that are the product of an extensive consultative process 
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between the Department of Trade and Industry and major 
stakeholders in the Construction Industry. 
Gender recognition is applied on the following levels of the scorecard 
and impacts the achievable score as follows: 
2.3.3 The Qualifying Small Enterprises Scorecard 
Qualifying Small Enterprises (QSE) are measured as entities with 
turnover between five and R35 million. As per the Construction 
Charter, all contractors will fall in this category except Building 
Environment Professional related enterprises (BEP) which provide 
services related to consulting engineering, architecture and quantity 
surveying. The qualifying SME turnover levels for BEP range between 
R1.5 – R11.5 million.  
A Qualifying Small Enterprise (QSE) must select any four of the 
above seven elements of B-BBEE for the purposes of measurement 
under the QSE scorecard. If a QSE does not make a selection, its 
four best element scores will be used for the purposes of 
measurement. 
The DTI’s generic scorecard is applicable to macro enterprises with 
turnover that exceeds R35 million. These companies have to comply 
with all seven elements of the scorecard. Ownership and preferential 
procurement are rated high. 
The generic construction scorecard is applicable on Construction 
enterprises with annual turnover in excess of R35 million and BEP’s 
in excess of R11.5 million. 
Table 2.1 represents the differences between QSE’s and generic 
scorecard and contains the elements and the weightings of the 
scorecard. 
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TABLE 2.1:  Scorecard elements 
ELEMENTS 
SME 
WEIGHTING 
GENERIC WEIGHTING 
 4 out 7 CONTRACTOR BEP DTI 
Ownership  
25 
 
25 
 
25 
 
20 
Management 
control 25 
10 10 10 
Employment 
equity 25 
10 10 15 
Skills development 25 15 20 15 
Preferential 
procurement 25 
20 20 20 
Enterprise 
development 25 
15 10 15 
Socio-economic 
development 25 
5 5 5 
Total 100 percent 100 percent 100 percent 100 percent 
Source: Government Gazette (2008) 
Element weightings of the DTI and Construction codes align closely 
with higher recognition within the Construction codes for ownership 
and lower on employment equity. The weighting points in respect of 
any element in the scorecard represent the maximum number of 
points possible for each of the criteria. 
In comparison to the DTI scorecard, the Construction Charter applied 
a higher target of 30 percent on ownership as a specific incentive for 
redressing ownership in this sector. The empowerment of employees 
received strong support from the union bodies that participated in the 
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process. The reason that the BEP’s have a lower target is due to the 
fact that they are less labour-intensive. 
TABLE 2.2: Ownership Scorecard 
Category Ownership Indicator Weighting 
Points 
Compliance 
Target 
1.1 Voting Rights 
1.1.1. Exercisable voting rights in the hands of Black 
people 
4 30 percent 
1.1.2 Exercisable Voting rights in the hands of Black 
women 
2 10 percent 
1.2 Economic Interest 
1.2.1  Economic interest of Black people in the 
enterprise 
5 30 percent 
1.2.2 Economic interest of Black women in the 
enterprise 
2 10 percent 
1.2.3 Economic interest of the following: 
Black designated groups 
Black participants in employee ownership 
schemes 
Black beneficiaries of Broad-Based 
ownership schemes  
Black participants in Co-operatives 
 
5 10 percent 
Contractors 
5 percent 
BEP 
1.3 Realisation Points 
1.3.1 Ownership fulfillment 1  
1.3.2 Net value 6  
Source: Government Gazette (2008) 
2.4  OWNERSHIP 
According to the DTI scorecard, an enterprise with 25 percent Black 
economic interest can score two bonus points for a 10 percent 
holding of economic interest by Black women and the disabled. 
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(Government Gazette, 9 February, 2007) One of the main aspects of 
B-BBEE is to give more opportunities to Black women to get involved 
in the business world as entrepreneurs and as managers.  
 
The key principles of ownership are to get Black women empowered 
and encourage companies to establish employee share schemes 
within the company. Enterprises receive points for the participation by 
Black people in their rights of ownership. 
2.5  LEVELS OF MANAGEMENT 
According to Wikipedia, management can be defined as directors and 
managers who have the power and responsibility to make decisions 
to manage an enterprise. As a discipline, management comprises the 
interlocking functions of formulating corporate policy and organizing, 
planning, controlling and directing the firm's resources to achieve the 
policy's objectives. 
 
This definition is supported by Hellriegel, Jackson and Siocum 
(1999:8) who argue that management refer to the task involved in 
managing an organisation. This includes planning, organising, leading 
and controlling the people working in an organisation, and the 
ongoing set of tasks and activities they perform. 
 
A measured entity receives points in proportion to the extent that it 
meets the targets for participation of Black people and Black women 
at top management levels. 
• Senior top management positions include the chief executive 
officer, the chief operating officer, the chief financial officer 
and other people holding similar positions. 
• Other top management positions include the chief information 
officer, the head of marketing, the head of sales, the head of 
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public relations, the head  of transformation, the head of 
human resources and other people holding similar positions. 
Management is divided into senior, Middle and junior levels: 
• Senior management means all employees with a package 
(excluding bonuses) in respect of which the cost to the 
employer is R450 000 per annum or more, but excludes all 
employees who fall within the definition of executive 
management; 
• Middle management means all employees with a package 
(excluding  bonuses) in respect of which the cost to the 
employer is between R250 000  and R450 000 per annum; 
• Junior management means all employees with a package 
(excluding  bonuses) in respect of which the cost to the 
employer is between R150 000  and R250 000 per annum. 
 
The statement also emphasizes the importance of Black women 
within employment equity through the allocation of half of the points to 
the inclusion of Black women in senior to middle management 
positions. 
Built into the application of this scorecard is the need for enterprises 
to implement measures in their organisations that will ensure the 
development of Black employees for the occupation of middle to 
senior management positions. 
Micro enterprises with a turnover below R5 million are exempt and 
will automatically qualify for a level four scorecard. They will have 
procurement recognition of 100 percent if they are owned by Black 
people or Black women, they will receive a level three certificate with 
procurement recognition of 110 percent. Should these enterprises 
wish to maximize their point, they may measure themselves under the 
QSE scorecard. 
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2.6  THE CONSTRUCTION INDUSTRY 
The “brain drain” dilemma is one of the biggest problems that the 
South African workforce faces. Apart from the fact that a huge  
 
amount of skilled and professional employees were lost due to 
emigration, is the fact that most of the population in South Africa is 
illiterate.  
 
To ensure economic growth and prosperity and overcome skill 
shortages, it is crucial for the South African organisations to 
implement an aggressive training and development program. 
Retainment of high impact workers is essential for organisations as a 
source of core competencies to gain or maintain competitive 
advantage and market share globally and nationally. 
 
The Construction Industry is facing a lot of other challenges in 
ensuring effective recruitment which need to be addressed. 
Recruiting the best suitable applicant is a challenge due to a critical 
shortage of skills and there are inadequate investments in skills 
development across all levels in the Construction Sector. Working 
conditions on some construction sites are unacceptably low; including 
factors such as extended periods away from home, long hours, 
unsafe working environments and inadequate housing arrangements 
(Construction Sector Charter: 2007). 
 
The shortage of skilled workers has been identified as the major 
impediment to economic growth in South Africa. In a response to the 
shortage, the Amended Skills Development Act of 2003 was 
implemented. The aim was to improve productivity in the workplace, 
improve the competitiveness of employers and to promote self- 
employment (Department of Labour; 2008). 
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2.7  CONTRIBUTION TO THE SOUTH AFRICAN ECONOMY 
According to Mr. Glenville Cullum, the President of Safcec, as stated 
in his 2008 annual report, the Construction Industry growth was 
boosted by multibillion rand projects the past few yeas due to the 
creation and upgrade of infrastructure for the 2010 Soccer World 
Cup. The construction of the Gautrain as well as the increased 
infrastructure investment by Government (Gauteng freeway projects, 
Harbour and Airport development, Eskom power stations, etcetera) 
kept the growth rate of the sector at levels not seen for the last 25 
years. 
 
These developments did not come without serious challenges, such 
as shortage of critical skills, growth in employment levels, as well as 
shortage of materials such as cement and steel. The industry also 
faced very high price increases in materials due to these shortages. 
 
Another challenge in the industry is small and medium contractors 
which are not involved in the multibillion projects. They did not 
experience the boom in the Industry and also faced the downturn in 
the Housing Industry due to increase in interest rates since June 
2007 and the implementation of the National Credit Act. Another 
important factor impacting these contractors is the incapacity of Local 
Government and Municipalities to deliver projects. 
 
 As per the State of the Construction Industry that was published in 
March 2009, forecasts for 2009 indicate that the South African 
economy may only grow by 1.2 percent. This lower expected 
economic growth rate is due to the international credit crunch and 
subsequent contraction of world demand for commodities. 
Construction work was the main driver in Gross Fixed Capital 
Formation (GFCF). Contract awards grew substantially (36 percent) 
during the fourth quarter of 2008. 
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2.8 THE CONSTRUCTION INDUSTRY DEVELOPMENT  BOARD  
The Construction Industry Development Board (Cidb) was 
established by Act of Parliament (Act 38 of 2000)  to promote a 
regulatory and developmental framework that builds: 
• The Construction delivery capability for South Africa’s social 
and economic growth.  
• A proudly South African Construction Industry that delivers 
according to globally competitive standards.  
The Cidb is required by the Construction Industry Development Board 
Act to establish a Register of Contractors. The Register grades and 
categorizes contractors according to their work and financial 
capability. Contractors must register with Cidb in order to be awarded 
contracts with the public sector. 
The Register of Contractors has been established to:  
• Support risk management in the tendering process.  
• Reduce the administrative burden associated with the 
awarding of contracts.  
• Reduce tendering costs to both clients and contractors.  
• Enable effective access by the emerging sector to available 
work, as well as developmental opportunities.  
• Assess the performance of contractors in the execution of 
contracts and thus provide a record of performance for 
contractors.  
• Promote minimum standards and best practice of contractors.  
• Store and provide data on the size and distribution of 
contractors operating within the industry, and on the 
performance and development of contractors and target 
groups.  
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According to statistics supplied by Cidb, 947 contractors are 
registered in the Eastern Cape region in the all the categories 
between grade two and seven.  
FIGURE 2.1: Cidb Registrations 
CIDB REGISTRATION GRADING 2 -7
0
50
100
150
200
250
GRADING 2 -7
CONTRACTOR CATOGERY
CIVIL ENGINEERING (CE) 152 13 3 234 14 32
ELECTRICAL ENGINEERING WORKS
BUILDING
70 4 4 47 2 4
ELECTRICAL ENGINEERING WORKS -
INFRASTRUCTURE
74 12 1 57 8 6
GENERAL BUILDING WORKS (GB) 46 10 3 28 7 12
SPECIALIST WORKS 38 1 26 2
Series6 17 3 15 2
2 - 650000 3 - 2000000 4 - 4000000 5 - 6500000 6 - 13000000 7- 40000000
 
Source: Cidb (2009) 
Of the total registrations in the Eastern Cape, about 18 percent are 
women owned of which 54 percent is represented by the  Civil 
Engineering and General Building categories. 
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TABLE 2.3:  Cidb grading 
CIDB Grade CE 
Total registered 
Enterprises in 
the  
Eastern Cape 
CE 
Total Black 
Registered Enterprises 
in the Eastern Cape 
 percent 
Black Ownership 
Total Black 
 
Total Black 
Female 
Total Black 
 
Black Female 
5 42 30 4 71.4 % 9.5 % 
6 36 17 4 47.2 % 11 % 
7 17 7  41.2 % 0 % 
8 3    0% 0 % 
9 2   0 % 0 % 
Total 100 54 8 Average = 53.3 % Average=10.25 % 
Source: Cidb (2009) 
FIGURE 2.2: Active Contractors  
ACTIVE CONTRACTORS IN THE EASTERN CAPE
0%
50%
100%
150%
DESIGNATION CATEGORY
Black Owned 97% 87% 84% 71% 58% 54% 38% 33%
Women Owned 10% 12% 12% 9% 8% 6%
1 2 3 4 5 6 7 8 9
 
Source: Cidb.2009 
2.9  SOUTH AFRICAN WORKFORCE POPULATION  
A broad objective of the Employment Equity Act is to achieve an 
employment profile of people from designated groups to mirror their 
EAP. Section 54 of the Employment Equity Act requires equitable 
representation by race and gender.  
 
The Economically Active Population (EAP) includes people from 15 to 
65 years of age who are either employed or unemployed and seeking 
employment. 
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The Employment Equity report was compiled by the Department of 
labour during 2007 discloses employment equity statistics, received in 
2006/2007. The data provides a picture of the national demographics 
and the EAP in terms of race and gender. This data provides vital 
benchmark information for the setting of employment equity numerical 
goals and targets.  
 
Out of a total population of nearly 45 million people, the Black 
population comprises out of Black, Coloured and Indians represented 
90.6 percent (total 40.5 million) and white people represented 9.3 
percent (total 4.2 million). In terms of gender, females constituted 
52.2 percent and males 47.8 percent of the national population. 
 
TABLE 2.4: National Population Census Comparison 
 
Source: Employment Equity Annual Report (2007:5)  
 
POPULATION 
 
NATIONAL POPULATION 
DISTRIBUTION (CENSUS 2001) 
ECONOMICALLY ACTIVE (LFS, 
SEPTEMBER 2006) 
 
 
 
Male  
African  
Female Total Male Female Total 
African 16 887 
830 
18 528 336 35 416 166 6 610 000 5 758 000 12 368 000 
 37.7 
percent 
41.3 % 79.0 % 39.6 % 34.5 % 74.1 % 
Coloured 1 920 426 2 074 079 3 994 505 927 000 787 000 1 714 000 
 4.3 % 4.6 % 8.9 % 5.5 % 4.7 % 10.2 % 
Indian 545 050 570 417 1 115 467 304 000 180 000 484 000 
 1.2 % 1.3 % 2.5 % 1.8 % 1.1 % 2.9 % 
White  
 
2 080 734 2 080 734 4 293 639 1 212 000 926 000 2 138 000 
 
4.6 % 5 % 9.6 % 7.3 % 5.5 % 12.8 % 
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As per the 2006 Employment Equity Report submitted for employer 
with a workforce greater than 50 employees, the workforce was 
divided as follows: 
• The total working population is equal to 16 704 000. 
• Black People representation is equal to 14.5 million workers 
(87.2 percent). 
• White representation is equal to 2.1 million workers (12.8 
percent) In terms of gender, males and females are relatively 
evenly distributed at 54.2 percent and 45.8 percent 
respectively.  
• Africans are the only group where their EAP lags behind their 
National Population Distribution (NPD). All Whites appear to be 
economically active.  
 
FIGURE 2.3: Working Population 
WORKING POPULATION
0.00%
10.00%
20.00%
30.00%
40.00%
50.00%
60.00%
70.00%
80.00%
90.00%
100.00%
AFRICAN MALE 39.60%
AFRICAN FEMALE 34.50%
COLOURED MALE 5.50%
COLOURED FEMALE 4.70%
INDIAN MALE 1.80%
INDIAN FEMALE 1.10%
TOTAL BLACK 87.20%
WHITE MALE 7.30%
WHITE FEMALE 5.50%
TOTAL WHITE 12.80%
E 
 
Source: Employment Equity Annual Report (2007:5) 
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2.10 MANAGEMENT LEVELS AS PER RACE AND GENDER 
 DIVERSIFICATION 
Figure 2.4 shows the race and gender representation of permanent 
employees in various occupational levels as indicated by 2007 
employment equity reports, compiled by data received from 
employers in 2006.  
 
FIGURE 2.4: Gender Representation - Occupational Levels 
66.43%
19.75%
3.78%
9.84%
0.20%
15.43%
3.19%
9.84%
19.75%
7.54%
0.00% 10.00% 20.00% 30.00% 40.00% 50.00% 60.00% 70.00%
African male
White male
Indian male
Coloured male
Foreign male
White female
Indian female
Coloured female
African female
Foreign female
 
Source: Commissioner for Employment Equity Annual Report 
(2007:5) 
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FIGURE 2.5(a): Occupational levels - Males 
0.00%
10.00%
20.00%
30.00%
40.00%
50.00%
60.00%
70.00%
TOP MANAGEMENT 8.40% 60.20% 4.50% 2.70% 0.30%
SENIOR MANAGEMENT 9.80% 51.90% 5.40% 3.70% 0.40%
PROFESSIONALLY QUALIFIED 13.00% 40.10% 5.00% 4.60% 0.40%
SKILLED 29.20% 23.20% 3.80% 6.80% 0.20%
SEMI - SKILLED 48.40% 4.20% 1.90% 6.70% 5.40%
African male White male Indian male Coloured male Foreign male
 
Source: Commissioner for Employment Equity Annual Report 
(2007:5) 
 
FIGURE 2.5(b): Occupational levels - Females  
0.00%
5.00%
10.00%
15.00%
20.00%
25.00%
TOP MANAGEMENT 14.70% 1.70% 2% 2.90% 2.60%
SENIOR MANAGEMENT 19.20% 2.30% 2.10% 3.60% 1.60%
PROFESSIONALLY QUALIFIED 22.10% 3.20% 3.40% 7.20% 1.00%
SKILLED 17.20% 2.80% 5.80% 10% 1.00%
SEMI -  SKILLED 7.70% 2.30% 7.40% 15.90% 0.10%
White female Indian female Coloured female African female Foreign female
 
Source: Commissioner for Employment Equity Annual Report 
(2007:5) 
 42
2.10.1 Top Management 
Figure 2.4 indicates Blacks represented 22.2 percent of all employees 
at the top management level. Whites represented 74.9 percent of all 
employees at this level. Figure 2.5(a) indicates Black males 
represented 15.6 percent and White males accounted for 60.2 
percent Figure 2.5(b) indicates White females accounted for 14.7 
percent. Black females represented 6.6 percent. 
 
At the top management level, Black representation is approximately a 
quarter of the Economically Active Population (EAP), which stands at 
88.2 percent. White representation at this level on the other hand is 
about eight-and-a-half times their EAP, which is 12.8 percent. 
 
The representation of women is less than half of their EAP which is 
45.8 percent. The White women’s representation at this level is nearly 
two-and-a-half times their EAP.  At approximately seven times away 
from their EAP, proportionally Africans are the least represented at 
this level.  
2.10.2  Senior Management 
Figure 2.4 indicates Blacks represented 26.9 percent of all employees 
at the senior management level. Figure 2.5(b) indicates Black 
females represented 8 percent (i.e. African female 3.6 percent, 
Coloured female 2.1 percent and Indian female 2.3 percent). Figure 
2.5(a) indicates Black males represented 18.9 percent (i.e. African 
male 9.8 percent, Coloured male 3.7 percent and Indian male 5.4 
percent). 
 
Whites represented 70.9 percent of all employees at this level. White 
females accounted for 19 percent and White males accounted for 
51.9 percent.  
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White representation at the senior management level is about six 
times their EAP; Blacks are three times below their EAP. At this level, 
African women are about 12 times below their EAP. 
2.10.3  Professionally Qualified and Middle Management 
Figure 2.4, 2.5(a) and (b) indicates Blacks represented 36.5 percent 
of all employees at the professionally qualified and middle 
management level. Black females represented 13.8 percent Black 
males represented 22.7 percent. Whites represented 62.2 percent of 
all employees at this level. 
 
The representation of Blacks is approximately half their EAP at the 
professionally qualified and middle management level. White 
representation at this level stands at five times their EAP. 
 
African representation at this level is about one quarter of their EAP. 
Foreign nationals account for about 1.4 percent of the representation 
at this level. There is a big gap and opportunity for development and 
empowerment under Black female representatives.  
2.10.4  Un-Skilled Workers 
The representation of Africans is the highest at the unskilled 
occupational level. This level is represented by 90 percent Blacks. 
Black females represented 29.4 percent. Black males represented 
60.6 percent. Whites represented 1.4 percent of all employees at this 
level.  
 
African representation at this level is slightly more than their EAP, 
while White representation is about one-ninths of their EAP at this 
level. 
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2.11 SKILLS DEVELOPMENT LEVELS  
FIGURE 2.6 (a): Skills development - Males 
0.00%
5.00%
10.00%
15.00%
20.00%
25.00%
30.00%
35.00%
40.00%
45.00%
50.00%
TOP MANAGEMENT 8.50% 4.20% 3.00% 45.60% 8.90%
SENIOR MANAGEMENT 14.60% 3.90% 5.00% 42.90% 1.40%
PROFESSIONALLY QUALIFIED 16.90% 4.90% 4.80% 32.80% 1.00%
SKILLED 31.10% 6.20% 3.90% 22.90% 1.20%
African male Coloured male Indian male White male Foreign male 
Source: Employment Equity Annual Report (2007:5)  
FIGURE 2.6 (b): - Skills development - Females 
0.00%
5.00%
10.00%
15.00%
20.00%
25.00%
TOP MANAGEMENT 2.50% 3% 0.09% 14.40% 9.30%
SENIOR MANAGEMENT 9.00% 6.00% 2.30% 14.50% 0.60%
PROFESSIONALLY QUALIFIED 12.00% 3.60% 3.20% 20.20% 0.70%
SKILLED 12.40% 4.20% 2.60% 15.20% 0.10%
African female Coloured female Indian female White female Foreign female
Source: Employment Equity Annual Report (2007:5)  
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Figure 2.6 (a) and (b) shows the percentage skill development of 
permanent employees in various occupational levels as indicated by 
2007 employment equity reports. 
2.11.1  Top Management 
According to skills development for top management, Blacks 
represented 22 percent of all employees on top management level of 
which women only accounted for 5.5 percent compared to the 16.5 
percent of men. 
White women accounted for 14.5 percent compared to white men for 
45.5 percent. The overall women representation was 20 percent 
compared to men that were 62 percent. The balance of 18.2 percent 
was represented by 9.3 percent foreign female and 8.9 percent 
foreign male. 
2.11.2  Senior Management 
According to skills development for senior management, Blacks 
represented 41 percent of all employees on Senior Management level 
of which women only accounted for 17.3 percent compared to the 
23.5 percent of men. 
White women accounted for 14.5 percent compared to White men for 
42.9 percent. The overall female representation was 31.8 percent 
compared to men that were 66.4 percent. The balance of 2 percent 
was represented by 0.6 percent foreign female and 1.4 percent 
foreign male. 
2.11.3  Middle Management/Professionally Qualified 
According to skills development for Middle Management, Blacks 
represented 45.4 percent of all employees on Senior Management 
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level of which women only accounted for 18.8 percent compared to 
the 26.6 percent of men. 
White women accounted for 20.2 percent compared to white men for 
32.8 percent. The overall women representation was 39 percent 
compared to men that were 59.4 percent. The balance of 1.7 percent 
was represented by 0.7 percent foreign female and 1.0 percent 
foreign male. 
2.11.4  Skilled, Semi-skilled and Unskilled 
The majority skill development in these categories was represented 
by Black people where the total Blacks represented in skilled 
category was 60.4 percent, with small representation of women of 
only 19.2 percent. Whites’ representation was 38.1 percent. In the 
semi-skilled category, total Blacks represented 78 percent of the 
development of which Black women contributed 25.9 percent and 
whites represented 14.3 percent of total population. Black 
representation in the unskilled category was 86.9 percent of which 
women represented only 22.1 percent. 
Figure 2.7 indicates that skills development percentages are not 
balanced according to the population. Top Management, Skilled, 
semi-skilled Unskilled is slightly lower, but in Senior and Middle 
Management categories, skills development percentages are much 
higher than population presentation.  
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FIGURE 2.7: Skills Development and Population 
-40.00%
-20.00%
0.00%
20.00%
40.00%
60.00%
80.00%
SKILLS DEVELOPMENT
TOTALS
5.59% 25.60% 25.60% 67.00%
POPULATION TOTALS 6.60% 8.00% 13.80% 73.60%
DIFFERENCE 1.01% -17.60% -11.80% 6.60%
MANAGEMENT MANAGEMENT QUALIFIED
TOP SENIOR PROFESSIONALLY OTHER
Source: Employment Equity Annual Report (2007:5) 
2.12 CONCLUDING REMARKS 
 
The Construction Industry Employment statistics indicated that there 
has been improvement in the Empowerment of Black people.  The 
Industry displayed seriousness about transformation. The amount of 
Black ownership according to Cidb registrations and the 
implementation of the Construction Charter demonstrate how serious 
the Industry is about transformation. As indicated by employment 
equity reports in 2007, there is still serious groundwork to be done.  
 
The literature review in Chapter three will investigate empowerment 
strategies and different leadership styles. It also investigates the 
important role of South African women in Construction (SAWiC) 
regarding female empowerment and the challenges faced by these 
women. 
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CHAPTER 3 
 
EMPOWERMENT OF WOMEN IN CONSTRUCTION 
3.1 INTRODUCTION 
Empowerment, as described in Wikipedia is the process that allows 
one to gain the knowledge, skill-sets and attitude needed to cope with 
the changing world and the circumstances in which one lives.   
 
Workplace empowerment is described by Wikipedia as 
“Empowerment to employees in the workplace, provides them with 
opportunities to take their own decisions with regards to their tasks. 
Nowadays more and more bosses and managers are practicing the 
concept of empowerment among their subordinates to provide them 
with better opportunities.” 
 
According to Bagraim, Cunningham, Potgieter and Viedge, 
Empowerment creates an organisational culture in which people are 
made responsible for the achievement of organisational goals. 
Mentorship also enhances individual sense of well-being, friendship, 
and self-efficiency and professional identity. 
 
Although the current working environment provides South African 
women with ample opportunities to move into leadership positions, 
these positions are still generally stereotyped and taken less seriously 
(Bagraim et al, 2007:301). Bagraim also acknowledges that women 
add a new dimension to leadership and bring new styles and 
behaviour into an organisation. If these styles are correctly utilized, it 
will compliment and enhance existing styles. 
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3.2 GENDER AND LEADERSHIP 
Various studies have highlighted that there are differences between 
male and female leadership behaviour. Booysens (2000:34-38) 
confirmed these differences in a study done in 1999. This study 
highlighted the dilemma that South Africa female managers 
experience in a traditionally male dominant environment. His study 
revealed that males scored higher in cultural dimensions such as 
performance orientation, collectiveness, assertiveness and future 
orientation while females valued social equality significantly higher 
than the men. The female manager profile was found to focus on 
follower-leader commitment and relationships which are more 
interactive and transformational. The female leaders encourage 
collaboration, participation, intuition, empathy, support, 
empowerment, self-disclosure and more subtle forms of control. 
 
According to this study women however scored lower on collectivism 
and egalitarianism and higher on power distance than expected. 
According to Booysen, this might be an indication that women 
compromised their own cultural identity to adapt to the masculine 
management culture. 
 
The author concluded that feminine and masculine values can be 
displayed by both genders, but that it is unlikely that the desired 
synergy between masculinity and femininity will be obtained (Bargaim 
et al, 2007:301-302). 
 
The following table shows differences between male and female 
leadership that were highlighted by various international meta-
analysis studies.  
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TABLE 3.1: Gender Differences 
WOMEN MEN 
Relationship orientated Fact and task orientated 
Unassertive More dominant 
More adaptable and flexible Less adaptable and flexible 
Lower self-efficacy Higher self-efficacy 
More democratic and participative 
leadership style 
More Autocratic and directive leadership 
style 
Source: Bagraim et al. (2007:301) 
3.3 LEADERSHIP AND MANAGEMENT 
Leadership is defined as the social process of influencing people to 
work voluntarily, enthusiastically and persistently towards a 
purposeful group or organisational goal. (Bagraim et al, 288). Alan 
Keith of Genentech said "Leadership is ultimately about creating a 
way for people to contribute to making something extraordinary 
happen” (Wikipedia, 2009). According to Bagraim et al, Leadership 
can be better understood with a comparison between Leadership and 
Management. Table 3.2 represents the main differences between 
leadership and management. 
 
TABLE 3.2: Difference between Leaders and Management 
LEADERS MANAGEMENT 
Initiate change Implement change 
Develop  Maintain 
Inspire people Monitor people 
Do the right things Do things right 
Assume a long-term perspective Act reactively 
Connect with followers Preserve authority 
Source: Bagraim et al. (2007:288) 
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According to Landsberg, the effective leader can be seen as one that 
is stronger on vision and often inspiration too, while the effective 
manager implements change, creates momentum and relies on 
positional influence. According to him the following points are 
fundamental to understand leadership: 
• The essence of Leadership = Vision X Inspiration X 
Momentum. 
• Leadership involves initiating and driving change. 
• Leadership is a highly creative activity. 
• Leadership is a personal activity. 
• Effectiveness is usually dependent on getting other people to 
buy into his or her ideas. 
• Timing is important in developing a career as a leader. 
Leadership occurs through calculated strategy and action. 
 
According to John Kotter, successful organisational transformation is 
the result of 70-90 percent leadership and 30-10 percent 
management Bagraim et al, 2007:289). 
3.4 TRANSFORMATIONAL LEADERSHIP 
Transformational leadership is a leadership style that is defined as 
leadership that creates valuable and positive change in the followers. 
A transformational leader focuses on "transforming" others to help 
each other, to look out for each other, to be encouraging and 
harmonious, and to look out for the organisation as a whole. In this 
leadership, the leader enhances the motivation, morale and 
performance of his follower group (Wikipedia: 2009). 
 
According to Bagraim et al, a transformational leader is a futurist who 
creates a compelling vision that inspires total commitment to change 
and accepts change by his followers. He or she has the ability to 
make their followers believe that change offers them the opportunity 
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to grow to heights previously only dreamed of. Transformational 
leadership is also called visionary leadership and charismatic 
leadership. 
3.5 AFRICAN LEADERSHIP 
The past 15 years, more emphasis was placed on African Leadership 
during the reign of the African National Congress (ANC). Mbigi (2004) 
believes that African Leaders should go back to their roots and revisit 
the manner in which traditional social groupings were governed in 
both chiefdoms and kingdoms. According to him, the search should 
bring them back to Ubuntu. Traditional African Leadership is based 
on principles of trust, openness and debate.  According to him the 
following values are evident in traditional African Leadership: 
• Respect for the dignity of others. 
• Group solidarity. 
• Teamwork. 
• Service to others in the spirit of harmony. 
• Interdependence. 
• Persuasion in contrast to conventional authoritarian leadership. 
 
Pretorius (2004) believes that South African Leaders should create a 
culture that is preferably a blend of Eurocentric and African Culture 
and incorporates the principles of involvement and empowerment as 
emphasized in the philosophy of Ubuntu. (Bagraim et al, 2007:302-
304). 
3.6 THE PURPOSE OF EMPOWERMENT 
Bagraim et al describe the important empowerment elements that are 
well entrenched in South African organisations, such as:  
• Authority that is delegated from those who have position. 
• Increased accountability among lower levels. 
• Assistance in helping people to take charge of their own destinies. 
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• Helping all these people achieve their full potential 
• Spillover of positive impact of empowerment into entire lives 
 
According to Bagraim et al, organisations must view empowerment as 
long term investments, take risks and ensure good fit with 
organisational culture. The purpose of empowerment must be seen 
as a philosophy to: 
• Get best out of people. 
• Improve job satisfaction. 
• Create a spirit of cooperation. 
• Focus on the individualist rather than the collectivist. 
• Give more responsibility and decision making authority to junior 
staff. 
• Focus on information and information sharing such as central 
component. 
 
The following models of empowerment demonstrate how the above 
can be incorporated in organisational models. 
3.7 MODELS OF EMPOWERMENT 
The following Empowerment models will create a better 
understanding regarding empowerment. 
3.7.1 Randolph’s Empowerment Model 
Randolph formulated a three-pronged empowerment plan consisting 
of open book management, active information sharing, trust, clear 
goals and relevant training. This model makes suggestions how these 
elements can achieve the three prongs of sharing information, create 
autonomy through structure and letting teams become the hierarchy 
(Bagraim et.al; 2007:211). 
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3.7.2 The Empowerment Strategy Grid 
 According to Johnson and Thurston, empowerment is a significant 
leadership challenge. They developed the empowerment strategy grid 
as an assessment tool to assist companies to avoid the 
implementation pitfalls associated with: 
• Group differences,  
• Variances in the definition and degree of empowerment across an 
organisation  
• Human resource interventions that unintentionally dis-empower.  
 
The grid targets the assessment of empowerment within work teams 
and is developed across three key issues that prevent successful 
implementation of empowerment. The grid is a framework for 
analyzing workgroups and mapping team progress towards 
empowerment strategies. A logical starting point is offered to start 
engaging in discussions by the following questions: 
• How interdependent are group members? 
• Do we reinforce individual or group performance? 
• Do members identify strongly with each other? 
• Do demographically or culturally diverse groups look and feel 
substantially different? 
 
The horizontal axes of the grid refer to the distinction between co-
acting groups and real teams. The vertical axes illustrate possible 
team transitions from disempowered to empower. The grid is based 
on themes of authority, control and trust. The empowered end of the 
continuum is characterized by decision making authority, where the 
disempowered end signifies a lack of decision making autonomy and 
management control systems. 
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TABLE 3.3: The Empowerment Strategy Grid Quadrant   
  Descriptors 
EMPOWERING MANAGERS 
• Rigid roles 
• Independent tasks 
• Individualised learning and 
problem solving styles 
• Report to manager 
• Some peer support 
• Participatory management 
• Negotiation of control 
EMPOWERING WORKTEAMS 
• Flexible roles 
• Interdependent tasks 
• Team-Based learning  
• Self-managing 
• Trust respect, support peers 
• Shared decision making 
• Team control over time and 
task 
 
AUTOMATONS 
• Rigid roles 
• Independent tasks 
• Individualised learning and 
problem solving styles 
• Report to manager 
• Limited peer support and trust 
• Participative authority 
• Excessive management 
control 
PLATOONS 
• Flexible roles 
• Interdependent tasks 
• Team-Based learning  
• Report to higher authority 
• Trust respect, support peers 
• Participative authority 
• Excessive management 
control 
 
Source: Bagraim et al (2007:214) 
 
Researchers found that by identifying the quadrant in which a group 
is anchored, the participants involved in the change process could 
better assess their team model, identify gaps between Human 
Resource strategy and practice, design interventions for full 
empowerment of teams and measure the transitional path into the 
target area of the grid (Bagraim et.al, 2007:212-214). 
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FIGURE 3.1 Empowerment Strategy Grid 
 
Source: Bagraim et al (2007:214) 
 
3.7.3 Activist Model of Empowerment 
Collins (Bagraim et al, 2007:214-215) views empowerment as an 
ideological construct and offers an alternative, activist model of 
empowerment. This model represents a process whereby workers 
gain or assume power and act with a greater grasp of their own 
powers. According to this model, empowerment only occurs when 
workers actively take initiative and attempt to wrest control from 
managers. Employee benefits are: 
• Improved motivation. 
• Increased personal strengths. 
• Added accountability. 
• Increased personal power and sense of self-efficacy. 
• Increased abilities to achieve full personal potential. 
 
On the other hand the model has managerial negatives such as: 
• Fear and loss of control. 
• Changes in the balance of powering the manager-employee 
relationship. 
• Downsizing through elimination of middle management. 
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• Dramatic change from the familiar compliance model of 
management. 
 
In view of the above three models, the strategy grid of empowerment 
suits the Construction Industry the best due to the fact that most of 
the work is team related and labour-intensive. Due to the shortage of 
skills this model will also be useful to monitor performance of teams 
and the empowerment process. 
3.8 EMPOWERMENT OF WOMEN 
According to S Batliwala, it was the absence of democracy context 
that slowed down the process of women empowerment and women 
empowerment movements could not withstand the authoritarian 
regimes Based on male dominance. 
 
According to her, in order for the empowerment of women to have a 
lasting impact, it must involve consciousness rising before the social 
construction of gender, which subordinates women in the family, 
class, caste, religion, or society, can be changed. The research she 
did through Harvard Center for Population and Development Studies, 
they implemented three experimental approaches to empowerment in 
South Asia: 
• integrated development,  
• economic empowerment,  
• Consciousness rising.  
 
The economic empowerment approach has relied on improving 
women's control over economic resources and strengthening 
women's economic security. The banks in Asia embarked on skill 
training activities and information regarding generating income and 
savings and credit facilities. That consciousness rising has led to a 
new consciousness, self-worth, societal and gender analysis, and 
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access to skills and information. However, not one of designs has 
assured success. 
3.9 LEADERSHIP AND GENDER 
In Career 24 results of a salary survey done in 2008, involving 21 000 
companies, shown that women tend to occupy the largest portion of 
the skilled, semi-skilled and unskilled job levels. They are just under 
represented by professionals and senior management but have the 
lowest representation in top management. 
 
Results also showed significant difference in salaries between men, 
women and races. There is a dominance of women in lower wage 
categories up to R24 000, where after males become dominant. Top 
management is the largest salary earners regardless of qualifications. 
According to the results, the Construction Industry has the biggest 
demand for Building and Constructions skills (52.96 percent). 
 
Research done by Yona (2001:58) indicated that there is still a need 
to advance women in managerial positions and that they are just as 
talented, intelligent, hard working and competent as their male 
counterparts. Research has also shown that women still have no 
greater chances of promotion.  
 
The issue of gender in the Construction Industry has received 
considerable attention according to Chandra and Loosemore 
(2004:1). However, most of the research has been from a male 
perspective and has considered how male perceptions of females act 
as an impediment to a woman's career progression 
 
English and Evans (2004:1), from the Centre for Higher Education 
Development, mentioned in their research paper that the statistics of 
women employees are not available as gender differentiation has not 
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been included in any census to date. Enquiries, however, by the 
investigating team indicate that of those companies 
 
Employing women in their workforce there is less than 9 percent 
representation. In Africa, ironically, women were once the architects 
and builders of homes. A recent study of construction workers in the 
Western Cape that covered a comprehensive economic range of 65 
did not reveal one woman on a site (English et al, 2002). 
3.10 GLOBAL PERSPECTIVE - EUROPEAN PERSPECTIVE  
The third edition of the EuropeanPWN BoardWomen Monitor, 
designed and run by the European Professional Women’s Network 
and Egon Zehnder International in partnership with BoardEx, tracks 
the number of women on the boards of Europe’s top companies. Its 
bi-annual schedule seeks to provide reliable data on the progress 
being made. According to the results progress remains slow, Norway 
is by far the European champion when it comes to empowerment of 
female board members. Companies scored better on international 
diversity than gender diversity. 
 
Norway showed a remarkable 44 percent representation of women 
board members, bringing the overall European total to 9.7 percent out 
of total Board seats of 5 146. The average European board is now 
composed of 15.1 people, of which are 1.5 are women.  Only seven 
women have leadership roles as CEOs or Executive Chairwomen. 
The ages of the 5 146 board members range from 24 to 94. The 
average age of a board member in Europe is 58, which is also the 
average age for men; however, the average age for a board woman 
is 53. 
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TABLE 3.4:   2008 European PWN BoardWomen Monitor 
Country Number of 
companies 
Total number 
of board seats 
Number of women 
on boards 
Austria 6 98 9 
Belgium 9 142 10 
Denmark 6 83 15 
Finland 8 101 26 
France 56 860 65 
Germany 44 1 022 80 
Greece 9 116 7 
Italy 23 375 8 
Luxembourg 6 69 5 
Netherlands 19 227 28 
Norway 6 95 42 
Portugal 6 118 1 
Rep. of Ireland 6 79 8 
Spain 27 396 26 
Sweden 16 197 53 
Switzerland 23 333 22 
UK 70 835 96 
Total 340 5 146 501 
Source; Third Bi-annual EuropeanPWN BoardWomen Monitor 
(2008). 
 
Without Norway, the current growth rate falls back to 9.1 percent. 
This confirmed the overall growth rate to be around 0.5 percent over 
a two year period since 2004. Norway showed an impressive jump of 
15.4 percent in their growth rate from 22 percent in 2004, to 44.2 
percent in 2008. 
 
The 17 European countries fall into four groups:  
• Front Runners. 
• The Above Average Club. 
• The Below Average Club.  
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• The Laggards.  
 
The four Front Runners countries are the Scandinavian countries, led 
for the third time in a row by Norway, with a high of 44.2 percent 
women on boards and followed by Sweden (26.9 percent), Finland 
(25.7 percent) and Denmark (18.1 percent). Almost all companies in 
this group have at least one woman on the board. Norway, Sweden 
and Finland have reached the critical mass of having on average at 
least three women on the board. 
 
TABLE 3.5: Front runners 
Front Runners  % Co’s with 
women on board 
(2006)7 
 % Women on 
board 
Average number 
women on board 
Norway  100 (100)  44.2 (28.8)  7.0 (3.0)  
Sweden  100 (100)  26.9 (22.8)  3.3 (3.7)  
Finland  100 (100)  25.7 (20.0)  3.3 (2.2)  
Denmark  83   (100)  18.1  (17.9)  2.5 (2.5)  
Total  97 %( 100 %)  28.6 % (22.5 %)  3.8 (3.1)  
 
Table 3.6: Above Average Club 
Above Average Club   % Co’s with 
women on board 
(2006)  
 % Women on 
board  
Average number 
women on board  
The Netherlands  79 (50)  12.3 (6.5)  1.5 (0.8)  
UK  81 (86)  11.5 (11.4)  1.4 (1.4)  
Rep of Ireland  83 (60)  10.1 (8.1)  1.3 (1.0)  
Austria  50 (50)  9.2 (9.5)  1.5 (1.8)  
Total  79 % (75 %)  11.4 (8.6 %)  1.4 (1.3)  
Source: Third Bi-annual EuropeanPWN BoardWomen Monitor 
2008 Press release 
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The next four countries in the Above Average group, are led by The 
Netherlands with 12.3 percent, and followed by the UK with 11.5 
percent, Ireland (10.1 percent) and Austria (9.2 percent). 
 
The Netherlands grew by 5.8  percent  in 2 years making it the 5th 
European country up from 10th place in 2006; this impressive growth 
is due to a number of CEO’s that committed themselves  to improve 
the numbers as a result of pressures built up by various private 
initiatives and ample press attention. The United Kingdom has hardly 
moved since two years ago (11.4 percent) and Austria fell back from 
9.5 percent in 2006 to 9.2 percent in 2008. 
 
In the Below Average Club, situated well below the 9.7 percent 
European average, we find Germany with 7.8 percent of board 
women represented in 82 percent of the companies, and France with 
7.6 percent and 73 percent of companies having women board 
members. Followed closely is Luxembourg and Belgium. (Only 44 
percent have women board members) Switzerland, Spain, and 
Greece. 
 
 The group of Laggards consists of two countries that are significantly 
falling behind: Portugal with just one woman on board, representing 
0.8 percent of top board seats. In Italy only eight out of a total of 375 
board seats are filled by women. 
 
International diversity showed that In Luxembourg, The Netherlands 
and Switzerland over half the board members are internationals. The 
largest international contingent is of American nationality (255 board 
members), followed by French (131) and British (121). Only 8.6 
percent of board members are from outside Europe, showing that 
European companies are opening up to global talent from North 
America, as well as from Australia, South Africa, India and Brazil. 
Under women board members the proportion of internationals is even 
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higher, reaching 24.8 percent in 2008. All three women board 
members in Luxembourg are of a different nationality. In the 
Netherlands 57.1 percent of women board members are 
internationals, followed by the UK with 45.7 percent and Switzerland 
with 45.5 percent. 
3.11 SOUTH AFRICAN WOMEN IN CONSTRUCTION 
The South African Women in Construction (SAWiC) initiative was 
founded in 1997 with the purpose to empower women to gain access 
to contracts, training, finance and networks in the construction 
industry. Their vision is to be an association of excellence with global 
affiliation networks enhancing the role of women in the construction 
industry through members running profitable business enterprises. 
 It originated from the DBSA Specialist Unit program for Small 
Contractor Development at the time. The Construction Industry role 
players, stakeholders and associations were gathered for a national 
workshop at the University of Pretoria on 11 June 1997 where the 
mandate was given for this initiative to go ahead with the main 
objective of empowering women in construction. Ever since women 
have had monthly information and training workshops at the 
Development Bank of Southern Africa to fulfill this objective.  
The remarkable milestones achieved by women in the Construction 
Industry were outlined by Miss Lydia Bici during the 2002 annual 
general meeting of South African Women in Construction (SAWiC). 
During 1999 the Commission on Gender Equality concluded in one of 
their reports that mining and construction were the two industries with 
little prospects to offer to the empowerment path of women. Around 
the same time as the publishing of the report, two significant events 
unfolded, bringing new hope to women in those industries. 
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In June 1999, the President, Mr Thabo Mbeki, announced Ministers 
Stella Sigcau and Pumzile Mlambo-Ngcuka as Ministers of Public 
Works as well as Minerals and Energy, respectively. The appointment 
of women as Cabinet Ministers responsible for the transformation of 
both industries brought new hope to women in these industries.  
In April 2001 the Construction Industry Development Board was 
established with Blacks, women and the public sector working side by 
side with the industry to promote the growth, development and 
transformation of the construction industry. In August 2001 the 
Strategic Empowerment Program for Women in Construction was 
launched on Women's Day. A total of 58 construction projects 
nationally were identified, worth about R128 million for the exclusive 
execution by women-owned businesses. 
 
By June 2002, about 20 projects totaling almost R30 million in value 
had already been awarded to women-owned businesses. Eastern 
Cape led the pack with eight projects totaling R19.5 million.  
3.11.1  Competence and Professions 
A major lesson learnt from a pilot Women in Construction project 
(undertaken by Practical Action Southern Africa in Zimbabwe) was 
that, only when women are empowered and start earning sustainable 
income, do they get respect from their male counterparts and start 
contributing to decisions related to household income. Although the 
Construction Industry has growth prospects and viable incomes, it 
has inherent gender entry barriers.  
 
Promotion of women in the construction industry helps to empower 
them to raise their earning status to generate sustainable and viable 
income from the male dominated construction sector, and thus giving 
them control over the uses of household income 
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Training of women and girls in construction and business related 
skills is essential so that they can participate with a better informed 
understanding of the construction issues and input more meaningful 
to the grow of a nation.  Without training women can only participate 
from the peripherals of the industry. Building confidence in women 
and girls ensures that they advocate for policies at local and national 
levels which are favorable for their development. 
 
A prime example of the power of women empowerment is the legend 
created by Anna Mofakeng. After a flash flood in the summer of 1999 
a child was killed and hundreds of flimsy cardboard, plastic and 
rusted metal shacks in the squatter community of Ivory Park were 
swept away. Anna Mofokeng vowed to make a difference. She 
challenged other mothers in the community to put aside R20 a week -
the cost of a loaf of bread per day - to buy construction materials. 
After pooling their resources, the women began to build. By 2001, the 
Masisizane (this means “help one another” in Zulu) Women’s Housing 
Cooperative had built 18 homes without any outside assistance. Anna 
died of AIDS in the fall of 2003, leaving the legacy of a multimillion-
rand building enterprise, a cooperative with 4 800 members, 400 new 
houses, and a community bustling with enterprise and hope for the 
future. 
3.11.2  Possible Ways to Empower Women  
SAWiC is strongly positioned, to act as a conduit to support South 
Africa’s broad-Based Black economic empowerment initiatives. Black 
women constitute 90 percent of their membership and they directly 
benefit from the workings of the organisation. SAWIC is a key 
member spearheading the Construction Charter Council and is a 
founding member of Construction South Africa. SAWiC promotes and 
supports the advancement of women in the construction industry as it 
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administers, intervenes, facilitates and negotiates to empower its 
members to successfully take up and complete: 
• Job opportunities. 
• Contracts and related legal aspects. 
• Training. 
• Finance. 
• Networks. 
• Marketing. 
3.11.3  Barriers and Challenges 
In a presentation by SAWiC the following challenges of women in 
Construction were highlighted: 
• The shortage of cement (a basic ingredient in the construction 
industry, fuel and foreign currency). 
• High inflation, which has made business planning almost 
impossible especially in Zimbabwe. 
• The AIDS scourge has not spared the construction sector, which 
demand people who are healthy since it’s physically demanding. 
Apart from having to be physically fit, women are found in a 
difficult situation, as they have to give care to AIDS patients.  
• Access to credit. 
• Access to land. 
• Access to technical skills to bridge the divide between men and 
women in the construction industry. 
 
Most of these factors are not only applicable to women entrepreneurs 
in general, but surely experienced by most organisations in the 
Construction Industry.  Skills shortages are experienced in the 
Construction Industry regardless of gender.   
 
A barrier that can be seen as more relevant to females was described 
by Brandon Abdinor. According to his article much contracting work 
 67
takes place at sites that are often far from home for construction 
workers. Historically it would appear that women would prefer not to 
have to work away from home and live, often for months at a time, in 
temporary site accommodation. According to him women need to be 
encouraged to participate in the economic activity of their choice 
without having to overcome discriminatory obstacles. “At the same 
time, it needs to be recognized that certain people (be it men or 
women) will simply not be drawn to certain activities due to the 
realities of those activities. This is a matter of personal choice, not 
political and legislative will.” (Abdinor) 
3.12 CONCLUDING REMARKS 
Chapter three gave a broad overview on empowerment and 
leadership strategies. The literature review focused on 
transformational and African leadership and the progression on 
female empowerment internationally. 
 
According to S Batliwala, it was the absence of democracy context 
that slowed the process of women empowerment and women 
empowerment movements could not withstand the authoritarian 
regimes Based on male dominance. 
 
South African Women in Construction played an immense role to 
rectify the situation with the enhancement of women empowerment in 
the Construction Industry. Their assistance the past decade consisted 
of motivation of females to take on ownership, as well as assistance 
with negotiations, interventions and procurement of contracts. The 
success of the SAWiC has proven that females can be just as 
successful as their male counterparts in the ownership and 
management of contracts. 
 
In chapter four, the empirical study and the research methodology 
used will be outlined. 
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CHAPTER 4 
 
THE EMPIRICAL STUDY 
4.1 INTRODUCTION 
Chapter two is divided into three sections. The first section focused 
on the South African Government’s contribution to transformation on 
various legislation such as Employment Equity, Skills Development 
and the Broad-Based Black Economic Empowerment (B-BBEE) 
scorecard. It also differentiated between the Construction Charter and 
the Department of Trade and Industry’s scorecard and investigated 
ownership and management elements of the B-BBEE scorecard and 
the criteria that need to be met to be compliant. In addition the 
various managerial levels that are applicable on the above mentioned 
legislation is discussed. 
 
The second section of chapter two focused on an overview of the 
Construction Industry and the economic contribution in South Africa. 
The third section was based on the diversification of the South African 
population and the representation of race and gender in the various 
managerial levels according to the employment equity report of 2006. 
 
Chapter three outlined various empowerment and leadership 
strategies. It focused on transformational leadership and the 
difference between leadership and management and gender and 
leadership with the main focus on women empowerment.    
 
The aim of this chapter is to give the reader insight into the methods 
and procedures followed in the research project. This chapter will also 
explain the design and methodology used to conduct the research 
and will focus on the research paradigm, sampling and outline of the 
data collection method.  
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4.2 AIM OF THE RESEARCH 
The research aims to determine what the current status of Black 
empowerment in the Construction Industry is and to determine if the 
Industry is focused to increase women empowerment in the industry 
according to the legislated B-BBEE targets.  
 
The research will also determine if the performance of females are 
equal to their male counterparts and what obstacles need to be 
overcome in order to enhance female performance. 
4.3 PROBLEM STATEMENT 
As described in chapter one, the purpose of the study is to determine 
what the current status of empowerment for women is in the 
Construction Industry measured against the B-BBEE Scorecard 
 
The literature review revealed that the Government of South Africa 
has put various legislations in place to establish transformation and to 
eradicate inequalities and promote transformation. Secondly, 
legislation of the B-BBEE scorecard was used as a basis to analyses 
female involvement as part of the empowerment of Black people, 
ownership and management positions. It also revealed how the 
various legislations regarding skills development and employment 
equity are actively involved in the compliance of the B-BBEE 
scorecard. 
 
Previous studies done on gender diversity showed that the 
companies with the highest women representatives on their top 
management teams experience better financial performance than the 
companies with lower women representatives. Research as 
discussed in chapter three also indicated that there is a definite 
increase in female board members and managers, but that the 
percentages still indicate gender inequality. The research will aim to 
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prove that female managers are competent to perform managerial 
and leadership positions. 
 
According to Chandra and Loosemore (2004:1), the Construction 
Industry represents a significant barrier to female recruitment. 
According to their study it appears that career progression for females 
is much slower than their male counterparts and many females leave 
the industry to seek alternative professions. The main problem of 
gender inequality in the Industry is a problem that needs to be 
addressed and there is a serious need for the acceleration of women 
empowerment on ownership and managerial levels. 
 
The sub-problem identified was that the Construction Industry faces a 
lot of challenges that could impact directly on the success of women 
empowerment such, as long working hours, difficult working 
conditions and critical skill shortage. The literature review revealed 
that many of these challenges were addressed by the Strategic 
Empowerment Program for Women in Construction that was 
launched in 2001 by South African women in construction. Training 
programs in business skills and information session to comprehend 
the Construction Industry played a large role in the empowerment of 
women and to build their confidence. Section C and D of the 
questionnaires focuses on training methods and gender achievement. 
The aim is to determine if the enterprises encourage skill 
development plans for Black people and what training methods are 
used to address skill shortage in the Industry. Section E focuses on 
the obstacles that need to be addressed to enable Black females to 
be successful entrepreneurs and managers. 
4.4 RESEARCH DESIGN AND METHODOLOGY 
According to Booth, Colomb and Williams (2008:10) research is the 
biggest industry in the world. He described research as the gathering 
of information to answer a question that solves a problem. 
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Methodology refers to the overall approach to the research process 
by various means by which data can be collected and analysed. 
 
4.5 THE RESEARCH PARADIGM 
The following two main research paradigms are described by Collis 
and Hussey (2003) as follows: 
 
Positivistic paradigm, or else known as a quantitative method, in the 
social science, is Based on natural sciences, such as Biology, Botany 
and Physics. This assumes that social reality is independent of us 
and exists regardless whether we are aware of it. Therefore, the act 
of investigating reality has no effect on reality and little attention is 
paid to the subjective state of the individual. 
  
A phenomenological paradigm or qualitative paradigm is a subjective 
approach which investigates perceptions in order to gain a better 
understanding of social and human behaviour. This method is more 
focused on the meaning of subjective aspects rather than on 
measurement of social phenomena. The main differences of the 
positivistic and phenomenological paradigms are as follows: 
 
The following methodologies are associated with the positivist 
paradigm: 
• Cross-sectional studies. It is a methodology designed to obtain 
information on variables in different contexts at the same time. 
•  Experimental studies. It is a methodology used to investigate 
the relationship between two variables. The independent 
variable is deliberately manipulated in order to observe the 
effect on the dependent variable. 
• Longitudinal studies and surveys. This methodology involves 
the study of a variable or group of subjects over a long period 
of time. 
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TABLE4.1:  Positivistic and Phenomenological paradigms 
POSITIVISTIC PARADIGM 
PHENOMENOLOGICAL 
PARADIGM 
Produces quantitative data Produces qualitative data 
Data is specific and precise Emphasis is on quality and depth 
Uses large samples   Uses small samples 
Concerned with the testing of the 
hypothesis  
Concerned with generating 
theories 
Very reliable Unreliable 
Validity is low Validity is high 
 
Source: Collis and Hussey (2003:55) 
 
The phenomenological paradigm consists of: 
• Action research. This is a methodology used in applied 
research to find an effective way of bringing about a conscious 
change in a partly controlled environment. 
• Case studies.  A methodology that focuses on understanding 
the dynamics present within single setting. It is often used in 
exploratory stages of research. 
• Ethnography. This methodology is derived from anthropology 
whereby the researcher uses socially acquired and shared 
knowledge to understand the observed patterns of human 
activity. 
• Feminist perspective. A challenge to the traditional research 
paradigm from the point of view of the political ideology of the 
women’s movement. 
• Grounded Theory. A methodology in which a systematic set of 
procedures are used to develop an inductively derived theory 
about a phenomenon. 
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According to Collis and Hussey (2003, 61), cross-sectional studies 
are a positivistic methodology designed to obtain information on 
variables in different contexts, but at the same time. These studies 
are conducted when there are constraints of time or resources. The 
data is collected just once, over a short period of time, before it is 
analysed and reported. Normally different groups of people are 
selected and a study is conducted to ascertain how factors differ.  
 
 For the purpose of this study, the Cross-sectional studies approach 
was used to select a sample where the B-BBEE scorecard verification 
elements are different and the percentage gender ownership and 
female empowerment is different. The purpose of the study was done 
to find out if there is a correlation between B-BBEE scorecard and 
Black female empowerment and if there is a correlation between 
gender and efficient management. The cross-sectional approach was 
selected because it best suited the time and resources available to 
conduct the study. 
4.5.1 Sampling Methods 
Data collection methods are used as part of the research process 
which is concerned with collecting data. Many research projects can 
consist of a combination of different methods to collect data.  
  
A Population is the defined group of individuals from which a sample 
is drawn (Cozby, 1993:303). According to Collis and Hussey (2003) it 
is a body of people or any collection of items under consideration that 
represents a sample.  Sampling is the process of choosing members 
of a population to be included in a sample. A sample is a subset of a 
population and sample theory is the study of relationships between a 
population and samples drawn from it (Collis and Hussey (2003:353. 
The sampling method in itself is not positivistic or phenomenological, 
but depending on the frequency of occurrence of a variable, it will 
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result in quantitative data and the meaning of a phenomenon will 
result in qualitative data. 
 
As described by Leedy (1997) there are two types of sampling that 
can be used namely: 
• Probability: each segment of population will be represented in 
the sample, Based on random selection. 
• Non-probability: No way of forecasting, estimating or 
guaranteeing that a population will be represented.  
 
Various sampling techniques can be used to select a sample as 
defined by Collis and Hussey (2003): 
• Random sampling is a sampling technique where every 
member of the population stands a chance of being chosen for 
the sample. 
• Systematic sampling is a sampling technique where the 
population is divided by the required sample size (n) and the 
sample chosen by taking every “nth’ subject.  
• Stratified sampling is a sampling technique where the sample 
is chosen by taking the required number of subjects from each 
identifiable strata of the population. 
• Quota sampling is used in marketing research where different 
quotas are applied to different types of people for example, 20 
women in Construction under the age of 35. 
• Cluster sampling is making use of random selection from a 
sampling frame, listing groups rather than individuals. 
• Multi-stage sampling is used when a cluster sample is so large 
that a sub-sample must be selected 
• Snowball sampling or networking is associated with qualitative 
studies where it is essential to include people with experience 
in a certain phenomenon that is being researched. 
• Judgmental sampling is similar to snowball sampling, where 
the population is chosen on ground of their experience, but 
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differs in the fact that the researcher chose the sample 
population beforehand and does not pursue other contacts that 
might arise during the research period. 
• Natural sampling is fairly common in business research and 
researcher has little influence on the composition of the 
sample. 
 
For the purpose of this research snowball sampling was used to 
collect data. The aim was to determine the strategic objectives of the 
Construction Industry regarding the implementation of B-BBEE and 
the empowerment of women. Only enterprises that are members or 
affiliated with SAFCEC and have a turnover greater than R5 million 
was targeted. Only a small selective group of the Construction 
Industry is represented in this study. An unbiased sample can not be 
guaranteed because reliability might be low, because there is no way 
to guarantee that each element in the population will be represented.  
 
Snowball sampling or networking is associated with qualitative 
studies where it is essential to include people with experience in the 
Construction Industry who know what strategies are important in the 
industry to gain competitive edge and have knowledge regarding the 
importance and strategic effects of B-BBEE and the empowerment of 
women to obtain the maximum benefits for the organisation.  A small 
sample was taken from various enterprises that are members or 
affiliated to SAFCEC. The population of the sample consists of a total 
membership of 21 Civil Engineering enterprises and six associated 
members. Considering that the questionnaire had to be directed at 
people with knowledge regarding the industry and female issues, the 
following categories of people were targeted: 
• Top executives that are actively involved in strategic alignment 
to gain competitive advantage and secure sustainable growth 
(snowball sampling). 
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• HR Managers that ensure that intellectual capital of the 
company are adding value to the business and correlate the 
correct fit between organisational objectives and the human 
resource department (snowball sampling). 
4.5.2 Reliability 
A sample is expected to mirror the population from which it comes; 
however, there is no guarantee that any sample will be precisely 
representative of the population from which it comes. Chance may 
dictate that a disproportionate number of untypical observations will 
be made like for the case of testing fuses, the sample of fuses may 
consist of more or less faulty fuses than the real population proportion 
of faulty cases. In practice, it is rarely known when a sample is 
unrepresentative and should be discarded (Mugo, 2009). 
According to Cozby (1993) reliability referrers to the degree to which 
a measure is stable or consistent. Sampling error comprises the 
differences between the sample and the population that are due 
solely to the particular units that happen to have been selected. In 
order to reduce the risk of sampling error. This study was done 
through Safcec, which has celebrated 65 years in the Industry and is 
seen as the “midwife” of development in South Africa.  
The organisation was formed to advance the interest of its members 
and can be seen as the voice of Civil Engineering. The aim is to 
empower their members with knowledge and expertise concerning 
the Industry. The members of Safcec have a legacy of building the 
country’s infrastructure and represent a variety of cultures, sizes and 
expertise. 
Every member in the Eastern Cape, Border Region was selected and 
questionnaires were emailed from the Safcec Branch in Port 
Elizabeth, requesting members to partake in the study. The 
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distribution was done directly through Safcec to guarantee a better 
response. Twenty questionnaires were emailed to the targeted 
population. A response of more than 50 percent was achieved with 
eleven completed questionnaires that were received back, and two 
enterprises indicated that they had objections to complete the 
questionnaires.  
The population represented companies with turnovers above R5 
million and should be a fair representation of organisations with an 
Executive Board .thus reducing the risk significantly of having a 
population of small enterprises with no or very small board 
representatives. 
4.5.3 Data Collection Methods 
As described by Collis and Hussey (2003), the data collection 
methods are used in the research process which is concerned with 
collecting of data. A method is not necessarily phenomenological or 
positivistic, but is labeled according to how it is used. The main 
collection methods are: 
• Critical incident technique. 
• Diaries. 
• Focus groups. 
• Interviews. 
• Observation. 
• Protocol analysis. 
• Questionnaires. 
 
The method used for this research process was questionnaires. This 
method was chosen because it was more practical to reach the 
population due to the nature of the Industry, availability and 
geographic location. 
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4.5.4 Questionnaires 
Questionnaires are a popular method of collecting data. It is a list of 
carefully structured questions, chosen after considerable testing, with 
a view to obtain reliable responses from a chosen sample. The aim is 
to find out what a reliable group of participants do, think or feel. A 
positivistic approach recommends the use of closed questions 
whereas a phenomenological approach suggests open-ended 
questions. 
 
According to Collis and Hussey (2003) the following general rules 
consist for designing questionnaires: 
• Explain the purpose of the questionnaire to all participants. 
• Keep questions as simple as possible. 
• Do not use jargon or specialist language. 
• Phrase each question so that only one meaning is possible. 
• Avoid vague, descriptive words such as large or small. 
• Avoid asking negative questions as these are easy to 
misinterpret. 
• Only ask one question at a time. 
• Include relevant questions only. 
• Include questions which serve as cross-checks on the answer 
to other questions. 
• Avoid sensitive questions which can cause embarrassments. 
• Keep the questionnaire as short as possible but include all 
required questions. 
 
For the purpose of this study and to obtain enough information for 
data analysis, questionnaires that consist of a combination of open 
and close-ended questions were distributed to SAFCEC members via 
email. The questionnaire was tested on a pilot group and necessary 
adjustments were made. Appendix A contains a list of the research 
questions used in this study. 
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The questionnaire consisted out of five sections:  
• Geographical data.  
• B-BBEE status. 
• Training and empowerment. 
• Gender achievement. 
• Obstacles that exist for Black females in the Industry. 
 
Multiple-choice questions were included in all the sections to acquire 
data. Open ended questions were used in the operation side 
including section C - E, (training and empowerment, gender 
achievement and obstacles). It allowed respondents to give their 
personal opinion of the situation. 
 
• SECTION A - GEOGRAPHICAL SECTION 
 
This section comprises of questions to determine the nature and 
size of the company. The questions asked were what type or 
organisation it was, how many employees ware working in the 
organisation, annual turnover and what the percentage of Black 
ownership and Black female ownership is. 
 
• SECTION B - BROAD-BASED BLACK ECONOMIC 
EMPOWERMENT 
 
The aim of the questions in this section was to determine the 
current B-BBEE status of the population and what percentage 
Black women are represented in ownership and managerial levels 
of the organisations. Questions asked were related to their B-
BBEE scorecard, level achieved, and what elements were 
measured to obtain the scorecard. 
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• SECTION C - TRAINING AND EMPOWERMENT 
 
The purpose of this section was to collect data regarding training 
and empowerment of employees. The aim was to establish if there 
is a need for training on management level and the methods used 
in the organisation to empower employees on different managerial 
levels. This section was also used to determine if training 
selection of managers is done according to the need of the 
Industry or according to race and gender to achieve B-BBEE 
targets. 
 
Questions included reasons why provision is made for Black 
management training, how important training is to empower 
managers and if the training is sufficient to meet the requirements 
of the industry. 
 
• SECTION D - GENDER ACHIEVEMENT    
 
The purpose of this section was to establish out what the current 
status of women empowerment is in the Construction Industry and 
if there is still discriminated against females regarding promotions 
and salaries. It was also used to evaluate whether females 
managers are just as effective in performing these tasks just as 
their male counterparts and if so, why. 
Questions included in this section were if tasks performed by 
females have a different outcome to their male counterpart and if 
females can be effective managers in the Industry. 
 
SECTION E - OBSTACLES 
 
The aim of this section was to determine if there are significant 
obstacles in the Construction Industry to cause female owners 
and managers not to be successful, how these obstacles influence 
female managers and how it can be overcome. 
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4.6 CONCLUDING REMARKS 
Chapter four described the methodology used to conduct this study 
and the reason why this methodology was chosen. Chapter five 
discusses the empirical findings by means of graphs, calculations and 
cross-tabulations.  
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CHAPTER 5 
 
EMPIRICAL FINDINGS 
5.1 INTRODUCTION 
This chapter entails a discussion and analysis of the collected data 
which serves to satisfy the empirical research question, namely: What 
is the current state of empowerment for women in the Construction 
Industry compared against the required levels prescribed by the 
Broad-Based Black Economic Empowerment Scorecard? 
 
The questionnaires were distributed in the Eastern Cape, Border 
Region of Safcec which consists of 21 members and six associated 
members. Twenty questionnaires were distributed and eleven were 
completed satisfactorily. Due to the sensitivity of the information, one 
enterprise indicated that company policy precluded them from 
responding and one other enterprise only completed a certain section 
of the questionnaire. The results are based on an analysis of eleven 
responses that were sent out, representing a 55 percent response 
rate. 
5.2 ANALYSIS OF THE RESULTS 
The analysis of the results will be divided into the following sections: 
• Section A: The Demographic section comprises of the type 
and size of Company in order to determine their B-BBEE 
classification and ownership status and to determine the 
percentage women in ownership levels. 
• Section B: The section on B-BBEE analyses what elements of 
the scorecard were selected for verification purposes. It will 
also analyse Black female representation on management 
level and how important the scorecard is in strategic 
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management and the tender process for future income 
generation.  
• Section C: The Training and Empowerment section will 
analyses the importance of training in order to empower the 
Black people. This section also determines the levels of 
management training and what methods of training that are 
preferred. 
• Section D: The Gender Achievement section comprises of 
open-ended questions to analyse the female competencies 
compared to their male counter parts. 
• Section E: The analysis on Obstacles analyses the obstacles 
that Black females find the most difficult to overcome in the 
Industry and what the result is if they are able to successfully 
overcome these obstacles. 
 
The results are based on responses received from the questionnaire 
which is listed in Annexure B. The detailed list of the results is tabled 
in Annexure C. 
5.3 SECTION A: - DEMOGRAPHIC SECTION 
This section comprises of seven closed-ended questions. This 
section describes the type of enterprise, its size and determines 
ownership. It also establishes the enterprise’s Cidb grading level.  
5.3.1 Type and Size of Organisation 
Table 5.1 indicates that four of the respondents are registered as 
Private Companies and seven are registered as Close Corporations. 
 
Six enterprises with turnover between R5 and R35 million qualify for 
SME’s Scorecard verifications and four enterprises with a turnover 
above R35 million, for Generic Scorecard verifications. 
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TABLE 5.1: Enterprise type and size (n=11) 
ORGANISATION TYPE 
AND SIZE Annual turn over Total 
 
0 - R 5 
Million 
R 5 Million - R 35 
Million 
More than R35 
Million  
Close Corporation  5 2 7 
Pty (Ltd) 1 1 2 4 
     
Total  1 6 4 11 
 
5.3.2 Annual Turnover 
Figure 5.1 indicates that only one enterprise’s turnover was below R5 
million and is therefore exempt from the verification process.  A level 
four scorecard can be allocated to this enterprise. 
 
FIGURE 5.1: Annual Turnover 
 
 
 85
Six enterprises are categorized as QSE enterprises with turnover 
between R5 and R35 million. Four enterprises with turnover above 
R35 million, will therefore be assessed according to the generic 
scorecard. 
5.3.3 Cidb Registered Grading. 
Figure 5.2 shows that only eight respondents indicated that they were 
registered with Cidb. Two of the respondents indicated that they were 
registered at Level five and three respondents at a level 6. There was 
only one respondent in each Level 4, 7 and 9 respectively. 
 
FIGURE 5.2: Cidb Grading 
 
5.3.4 Ownership 
The desired targets of Black economic interest for B-BBEE as 
prescribed by the Construction Charter is 27.5 percent Black 
ownership and 10 percent Black female ownership.  
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5.3.4.1 Black Ownership 
According to the analysis, eleven respondents don’t have any Black 
Ownership and two enterprises have 100 percent Black ownership. 
Each of the ownership levels of one to ten percent, 20-30 and 50-60 
percent had one organisation with Black ownership. Three of the 
organisations had 60-99 percent Black ownership. The computed 
average with Black ownership is 5.27. 
 
A total of six of the organisations, (50 percent) complied with more 
than 50 percent Black ownership and one organisation between 20-
30 percent, which indicated a mean of 5.27. Three (25 percent) of the 
respondents did not comply at all with ownership levels and eight 
percent of the respondents had less than 10 percent Black 
ownership. In comparison with the 87.2 percent national Black 
working population as displayed by Chart 2.1 in Chapter two, the 
average of 52.7 percent still leaves room for improvement of 
ownership levels. 
 
As indicated in Table 2.3, the average Black active contractors with a 
Cidb registration between level five and eight, is 53.26 percent. 
Compared against the actual published statistics of the CIDB, the 
52.7 percent Black ownership results of the survey indicated that 
there is a good correlation between actual statistics and empirical 
data. 
5.3.4.2 Black Female Ownership 
Table 5.2 indicates six organisations did not have any Black female 
ownership, three with less than 10 percent, and one with 10-20 
percent and one between 40-50 percent. The computed average was 
1.91. According to the published employment equity statistics 
discussed in Chapter two, the economically active population of Black 
females is 40.3 percent. According to the results of the survey on 
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Black female ownership, 27.5 percent indicated less than 10 percent, 
9.09 percent had between 10-20 percent Black female ownership and 
9.09 percent between 40-50 percent. None of the respondents 
indicated Black female ownership more than 50 percent; where as 
54.5 percent of the respondents indicated that there was no Black 
female ownership represented. 
 
TABLE 5.2: Black Ownership and Black Female Ownership 
OWNERSHIP  percent of Black women ownership Total 
 
1-10 
percent 
10-20 
percent 
40-50 
percent None  
100 percent 1   1 2 
1-10 percent    1 1 
20-30 percent 1    1 
50-60 percent 1    1 
60-99 percent  1 1 1 3 
None    3 3 
      
Total 3 1 1 6 11 
 
According to the Cidb, the average Black females representation in 
ownership in Civil Engineering is equal to 10, 5 percent. There is a 
good correlation between actual statistical data and the empirical 
study. 
5.4 SECTION B: BROAD-BASED BLACK ECONOMIC 
EMPOWERMENT. 
This section consisted of seven closed-ended questions. The analysis 
determines if the organisations are B-BBEE compliant, what level 
they achieve and on which elements were they scored. Nine 
respondents had B-BBEE scorecards and only two enterprises were 
not compliant. 
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5.4.1  BBEE Scorecard Rating 
Figure 5.3 indicates that an average of 44.44 percent respondents 
achieved a level one scorecard rating, followed by an average of 
22.22 percent respondents receiving a level two and 11.11 percent 
respondents achieved a level three, four and eight respectively. 
Eighty one percent of the respondents received a scorecard and 19 
percent have not been scored. 
 
FIGURE 5.3: B-BBEE Scorecard Level 
 
5.4.2 Importance of B-BBEE Scorecard 
 
TABLE 5.3: Importance of a B-BBEE Scorecard for Procurement 
and Tender Purposes. 
B-BBEE 
SCORECARD 
Rate the importance of the scorecard to 
procure contracts. Total 
How important is it 
to have a B-BBEE 
scorecard for tender 
purposes? 
Important Not Important Very Important  
High   7 70 % 7 70 % 
Low  2 20 %  2 20 % 
Medium 1 10 %   1 10 % 
Total 1 10 % 2 20 % 7 70 % 10 100 % 
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Indicated by Table 5.3, 80 percent of the respondents agreed that it is 
important to have a scorecard for tender purposes and to procure 
contracts. Twenty percent of the respondents replied that it is not 
important to have a scorecard for tender purposes while 70 percent 
agreed that it is very important to have a scorecard  
 
5.4.3 Scorecard Elements that Were Scored on  
Nine of the respondents indicated that they received B-BBEE 
scorecards. Five respondents were scored according to the QSE 
scorecard and three according to the generic scorecard.  
 
FIGURE 5.4: Scorecard Elements 
 
 
Figure 5.4 and Table 5.4 ranks the most important elements to the 
least important elements that were selected for scorecard 
verifications. The most popular elements that were chosen for B-
BBEE scorecard verification process were Ownership, Management 
Control and Employment Equity, followed by Socio-Economic 
Development, Preferential Procurement and lastly Skills 
Development. 
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TABLE 5.4: B-BBEE Scorecard Elements 
B-BBEE SCORECARD ELEMENTS SCORED ON 
Ownership 8 
Management Control 8 
Employment Equity 8 
Socio-Economic Development 7 
Preferential Procurement 6 
Enterprise Development 4 
Skills Development 4 
5.4.4   Black Women Representation in Management  
FIGURE 5.5: Black Female Management  
 
 
Figure 5.5 indicates a total of nine enterprises (81.82 percent) having 
Black females’ representation in management.  
 
Figure 5.6 indicates that seven respondent enterprises had less than 
10 percent Black female representatives in top management and only 
one enterprise had between 40-50 percent representatives in top 
management. Three of the enterprises had no representatives under 
top management. 
 
81.82 
percent 
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FIGURE 5.6: Black Female Top management 
 
 
Figure 5.7 indicates that  the majority of enterprises (45.5 percent) 
had less than 10 percent Black female representatives in Senior 
Management level, 18.18 percent between 10-20 percent and 9.09 
percent between 40-50 percent. Three of the enterprises did not have 
any representatives.  
 
FIGURE 5.7: Black Female - Senior Management  
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FIGURE 5.8: Black Female - Middle Management 
 
 
Figure 5.8 indicates that there were only 27.27 percent Black female 
middle management representatives for both the categories between 
10-20 percent and less than 10 percent.  A majority of 45.45 percent 
did not have Black females represented in this category. 
 
FIGURE 5.9: Black Female - Junior Management 
 
 
Figure 5.9 indicates that Junior Management level comprised of 11.11 
percent representatives in all of the categories.  The majority (22.22 
percent) was represented in 10-20 percent category and 44.44 
percent had less than ten percent. 
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5.5 SECTION C: TRAINING AND EMPOWERMENT 
This section consists of 23 closed-ended questions and two open-
ended questions. The aim of this section was to determine where the 
need for skills development is, and how important training is to 
empower entrepreneurs and managers. 
 
FIGURE 5.10: Why Do You Make Provision for Training? 
 
 
Figure 5.10 indicates that the majority of respondents (81.82 percent) 
indicated that they want to ensure that employees are developed to 
the best of their abilities. None indicated that they do training to be in 
alignment with B-BBEE requirements or Skills Development. 18.18 
percent of the respondents indicated that none of the chosen were 
applicable to them.  
 
There is a clear correlation between the results and the purpose of 
empowerment as well as the activist model of empowerment 
described in Chapter three. 
 
 
 
 
 
To ensure employees are 
developed to the best of their abilities 
None of the above
0
3
6
9
Average Choice: 3.18 
81.82 
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FIGURE 5.11: SHORTAGE OF SKILLS 
 
 
Figure 5.11 indicates that most of the respondents experienced a 
shortage of skills in the Industry. According to the analysis the 
problem areas are skilled workers and middle management (31.25 
percent), followed by senior management (21.88 percent) and junior 
management (21.88 percent). 
 
TABLE 5.5: Importance of Managerial Training and the Need for 
  Skills Development 
 
How important is managerial training for Black 
females in your organisation? Total 
Is there a need 
for skills 
development for 
Black female 
managers? 
Important Not important Very Important  
No  2 18.18 %  2 18.18 % 
Yes 2 18.18 %  7 63.64 % 9 81.82 % 
Total  2 18.18 % 2 18.18 % 7 63.64 % 11 100 % 
 
Table 5.5 shows that nine of the respondents indicated that there is a 
need for skills development for Black female managers while 18.18 
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percent of respondents indicated that training is important and 63.64 
percent indicated that training is very important. Two of the 
respondents indicated that there is no need for training in their 
organisation and that training is not important to them. (18.18 
percent). 
 
FIGURE 5.12: Importance of Training Black Females. 
 
 
Figure 5.12 indicates that the majority respondents indicated that 
training of Black females is important (27.27 percent) or very 
important (63.64 percent). The minority with 9.09 percent indicated 
that training is not important. 
 
According to Table 5.6, all the respondents indicated that it is 
important for entrepreneurs and managers to have an overall 
knowledge of what the work entails in the Industry.  
63.64 % 
27.27 % 
9.09 % 
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TABLE 5.6: Overall knowledge about Working Environment of  
  the Construction Industry. 
 
To be a successful Manager in the Industry: 
Is it important to have an overall knowledge 
of what the work entails in the Industry? 
Total 
  Manager - Yes  
To be a successful 
Entrepreneur in the 
Industry: Is it important to 
have an overall knowledge 
of what the work entails in 
the Industry? 
Entrepreneur 
- Yes 11 11 
Total   11 11 
 
Figure 5.13 indicates that all eleven respondents agree that training 
and mentoring programs will help Black female entrepreneurs and 
managers to be more effective in strategic planning, decision making 
and day to day running of business. In an open-ended response it 
was indicated that not only training but hands-on experience will 
increase managerial effectiveness. 
 
FIGURE 5.13: Training and Mentoring Programs (n=11) 
Strategic Planning, 
100.00%
Decision Making, 
100.00%
Day to Day Management, 
100.00%
0.00% 20.00% 40.00% 60.00% 80.00% 100.00% 120.00%
1
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FIGURE 5.14: Increment of Black Female Management 
 
 
Figure 5.14 indicates that the majority of respondents (63.64 percent) 
have long term goals that envision the increment of Black female 
management with the focus on the categories up to 30 percent. Only 
one enterprise indicated increment of 40-50 percent (9.09 percent).  
 
TABLE 5.7: Increment of Female Management Levels  
OWNERSHIP  Increase  % of Black female 
management    
 None 1-10 % 10-20 % 20-30 % 40-50 % 50-60 % 
Increase % 36.36 % 18.18 % 18.08% 18.08 % 9.09 % 0 % 
Top 27.27 % 75.21 % 0.00 % 0.00 % 9.09 % 0.00 % 
Middle 27.27 % 53.71 % 21.47 % 0.00 % 9.92 % 0.00 % 
Senior 45.45 % 32.23 % 32.20 % 0.00 % 0.00 % 0.00 % 
Junior 0.00 % 52.52 % 26.24 % 13.12 % 12.12 % 11.11 % 
Average before 
increment 25.00 % 45.20 % 16.92 % 2.78 % 7.32 % 2.78 % 
Average after 
increment 25.00 % 53.42 % 19.98 % 3.28 % 7.78 % 2.78 % 
Average increase 0 % 8.22 % 3.06 % 0.50 % 0.46 % 0.00 % 
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Table 5.7 indicates the effect of the increment of management levels 
as per Figure 5.14. 
 
Table 5.8 indicates that the majority of respondents will take Skills 
Development, B-BBEE scorecard and Employment Equity in 
consideration when planning the long-term training and 
empowerment plan.  
 
TABLE 5.8: Comparison – Criteria Considered in Long-term 
goals. 
Does the training and 
empowerment plan 
according to your long 
term goals take the 
following criteria in to 
account? 
Skills 
Development 
Act  
B-BBEE 
scorecard  
Employment 
Equity Act  
No 2 (18.18 %) 3 (30 %) 3 (27.27 %) 
Yes 9 (81.82 %) 7 (70 %) 8 (72.73 %) 
Total Respondents 11 10 11 
 
Respondents indicated that they experience a shortage of skills in 
most categories except under Top Management. 
 
Table 5.9 indicates the correlation between the shortage of skills and 
training as follows: 
• Skilled Workers – 31.25 percent of the respondents indicated 
that they target this category for training, but only 24.32 
percent indicated a shortage of skills in this category. 
• Junior Management – 15.63 percent of the respondents 
indicated that they target this category for training, but 27.03 
percent indicated a shortage of skills in this category. 
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• Middle management – 31.25 percent of the respondents 
indicated that they target this category for training, but only 
21.62 percent indicated a shortage of skills in this category. 
• Senior Management – 21.88 percent of the respondents 
indicated that they target this category for training, but only 
13.51 percent indicated a shortage of skills in this category. 
 
TABLE 5.9: Employees targeted for training 
 
What level of employees is targeted for 
training? Total 
Do you 
experience a 
shortage of 
skills in the 
Industry in 
the following 
categories? 
Junior 
Manag
ement 
Skilled 
workers 
Middle 
manage
ment 
Senior 
Manage
ment 
Top 
Manage
ment 
 
Junior 
Management 4 4 4 3 3 18 15.63 % 
Middle 
management 9 9 7 5 5 35 31.25 % 
Senior 
management 7 5 5 3 4 24 21.88 % 
Skilled 
workers 9 9 7 5 4 34 31.25 % 
Total 29 27 23 16 16 111  
percentage 27.03 % 24.32 % 21.62 % 13.51 % 13.51 %   
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FIGURE 5.15: Role of race and gender in training selection. 
 
2 18.18%
3 27.27%
4 36.36%
1 9.09%
1 9.09%
0 0.00%
0 1 2 3 4 5
No Comment
Job & Situation 
Requirements
Skills  Requirements
Available  Training
Recruitment Strategy
As need arises
  
Figure 5.15 indicates that the majority of respondents (81.82 percent) 
indicated that Race and Gender does not play a role when they 
selected training candidates. The second part of the selection 
consisted of an open-ended question. 
 
Responses to the open-ended questions are categorized as indicated 
in Figure 5.15: 
• 36.16 percent of the respondents indicated that the selection 
of the training candidate is based on skills requirements. 
81.82 % 
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• 27.27 percent of the respondents indicated that their training 
selection is based on specific job requirements. 
•  9.09 percent of the respondent based their choice on 
recruitment strategy and available training respectively. 
•  18.18 percent of the respondents did not respond to the 
open-ended question. 
 
TABLE 5.10: Open-ended questions, Training 
Respondents indicated that the training methods applied are 
dependant on the type of training available at the time. 
Due to the fact that the Construction Sector is a predominantly male 
environment, they do take women in service, but only for limited 
duration contracts. These women are trained on the job for what 
their specific tasks requirement need is: store person, liaison officer, 
and light manual work picking up small stones, drivers, safety 
officers, and etcetera. 
Due to skill shortage any suitable candidates will be trained however 
they endeavor to select Black candidates where possible. 
If any selection on race has to be utilized, it has to be at recruitment 
strategy in order to align such with the business strategy in the long-
term.  
Selective training on race cannot address long-term training 
requirements except for scorecard points. All employees will 
naturally require the same level of training within the same rank 
irrespective of race. 
In the Construction Industry the need is regrettably for male mostly 
as it is determined by the requirements of the job and changes 
therein. 
The need for competent skilled workers does exist and there is a 
general shortage of all skills in the industry. Anyone with potential 
needs will be selected to be trained if the gaps are to be filled. 
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FIGURE 5.16: Importance of Promotion of Females 
 
 
Figure 5.16 indicates that 10 percent of the respondents felt strongly 
about promoting women rather than men, while 60 percent was 
average and for 30 percent it was not important at all. 
 
FIGURE 5.17: Senior Management – Training Strategies (n=08) 
 
 
Figure 5.17 indicates that most of the respondents indicated that the 
preferred method for training on senior management level is 
mentorship (29.17 percent) and informal seminars (29.17 percent). 
60 % 
30 % 
10 % 
29.17 % 
8.33 % 
29.17 % 
8.33 % 
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Formal education and on the job training were the least preferred 
methods with only 8.33 percent. 
 
Figure 5.18 indicates that on middle management level the 
respondents’ preferred strategy for training is on the job training 
(24.24 percent), followed by mentorship (21.21 percent) and 
seminars. Informal training and formal education scored the lowest 
with 6.06 percent and 12.12 percent in their respective categories. 
 
FIGURE 5.18: Middle Management – Training Strategies 
(n=10)
 
 
Figure 5.19 indicates that in the category of junior management, 
respondents indicated that on the job training was the best preferred 
method with 32.35 percent, followed by bursaries for formal education 
(20.59 percent) and delegation of projects and mentorship both with 
17.65 percent. The least preferred method was informal seminars and 
courses with 11.76 percent. 
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FIGURE 5.19: Junior Management – Training Strategies (n=11) 
 
 
FIGURE 5.20: Training Methods 
 
 
The analysed results as per Figure 5.20 indicates that on site training 
is the most popular method with 39.29 percent followed by seminars 
(25 percent), mentorship (21.43 percent) and learnership (14.29 
percent). 
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FIGURE 5.21: Fulfillment of Current Skills Development Needs  
 
 
Figure 5.21 indicates that the majority of respondents (81.82 percent) 
indicated that they were confident that the applied training methods 
will be adequate to meet the current needs for skills development in 
the Construction Industry.  
 
It was also indicated that the response on the open-ended question, 
was categorized in two sections. 
• 66.67 percent of respondents indicated that applied training 
can improve the status quo with the Industry.  
• 33.33 percent of respondents indicated that the applied 
training is only focused on specific organisational needs with 
the organisation. 
 
TABLE 5.11: Open ended question – Results of Applied Training 
All training is aimed to improve skills and to ensure that employees 
are developed to the best of their abilities. 
Exposure and creation of opportunities can only improve the status 
quo with training mechanisms in place to address obvious lacking 
areas. 
Importing skills as per AGISA will only help the situation in the short-
term as it is often that skills are required for immediate projects, 
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whilst training and skilling naturally will take longer than an average 
project life span to reflect suitable competencies 
Initially the training provided will be sufficient. It would definitely be a 
solid foundation or a starting point to build upon as there is a 
fundamental grasp and it would also serve as a "springboard” for 
further training as the market evolves/requires. 
Only training that is of benefit to staff and company requirements will 
be done. 
The Alison Lawless study highlighted that the shortage of engineers 
aged between 30 & 45 is a gap that is really apparent in the Industry 
right now and is a major obstacle in the industry that will have a long 
lasting effects. Training is required to meet the needs of the Industry. 
 
5.6 SECTION D - GENDER ACHIEVEMENT 
This section consisted out of three open-ended questions and a one 
on one interview with a site supervisor of one of the respondent 
companies. The aim was to determine if women could achieve the 
same level of success as their male counterparts in the Construction 
Industry. 
 
Figure 5.22(a)  indicates that 45.45 percent of respondents felt that 
women are still discriminated against when it comes to promotions 
and salaries, while 54.55 percent disagree with the statement. 
 
Figure 5.22 (b) indicates the responses received to the open-ended 
questions. They are categorized in three sections: 
• Tasks must be completed regardless of gender – 28.57 
percent. 
• Women are more reliable, diligent and give more attention to 
detail – 42.86 percent. 
• Women can't perform heavy tasks better – 28.57 percent. 
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FIGURE 5.22 (a): Discrimination against Women 
 
 
FIGURE 5.22 (b): Task performance between Males and Females 
28.57%
42.86%
28.57%
0.00% 5.00% 10.00% 15.00% 20.00% 25.00% 30.00% 35.00% 40.00% 45.00%
Women can't perform
heavy tasks better
Women are more
reliable, dilligent,more
attention to detail
Tasks must be
completed regardless
of Gender
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TABLE 5.12: Open-ended questions – Capabilities of females: 
Females who are qualified to do a specific task are generally more 
diligent than males, but for this reason, will generally require more 
guidance when doing a job for the first time 
Heavy duty tasks are performed better by males, but females are 
more efficient and better team players.  
It is evident in most case studies that women are as capable as men 
in executing clearly defined tasks, except the approach is often 
different from male to female Based on females appearing to be 
better skilled at handling human resource issues,compared to males 
who tend to be more aware of the mechanics of the task. 
Performance is always the same with both genders! 
Regardless of gender, the task needs to be performed. Whatever 
gender the person is, they must fulfill the task requirements. 
With a few exceptions, females are more detail concious and better 
with admin aspects, which is a huge necessity in the Construction 
Industry especially related to health and safety and industrial 
relations documents and procedures. 
Women cannot perform the same physical work as man can for 
example picking up huge stones. Men also do not feel good 
receiving the same salary as women where they worked much 
harder and more physical than women.  
Females performed even heavy tasks more efficient than their male 
counterparts and their  output is more efficient in quality and 
quantity. 
There is  no difference between gender, rather physical abilities. 
Women tend to be more reliable 
Women are more focussed, precise and aim to get the result in a 
simpler, faster and accurate manner. 
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TABLE 5.13: Effective and Successful Female Managers 
 
Would you say that Female 
Managers can be equally 
effective and successful as 
their male counterparts 
Total 
By evaluating the same 
tasks performed by male 
and females, is there a 
significant difference in the 
outcome?  
No Yes 
 
No 
 6 6 54.55percent 
Yes 1 4 5 46.45percent 
    
Total  1 10 90.91percent 11 
 
Table 5.13 indicates that most of the respondents agreed that 
females can be equally effective and successful as their male 
counterparts with 90.91 percent and 54.55 percent felt that there 
won’t be a significant difference in the outcome of performed tasks.  
 
TABLE 5.14: Open-ended question – Performance – Gender  
Both genders are equally competent as far as management is 
concerned. 
If you are confident, believe in your ability, not distracted or side 
tracked by the gender battle and focus on the task at hand, you can 
impact greatly. 
In the case of office work and inspections, but not as a site manager 
where men have to listen to a female, because they will not. 
Knowledge is not dependent on gender. 
There is no differentiation between males and females on 
performance except that females were excluded from participating in 
certain parts of the economy. 
Why not. 
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With the right skill and knowledge, women can do exactly what their 
male counterparts do. 
Work is carried out as required regardless of gender. 
 
5.7 SECTION E – OBSTACLES 
This section consisted out of two open-ended questions. The aim was 
to determine what obsticles are faced by females in the Construction 
Industry and how these can be overcome. 
 
FIGURE 5.23: Obstacles for females in the Construction Industry 
(n=11) 
 
 
Figure 5.23 indicates that 33 percent of the respondents felt that there 
were no obtacles to overcome. 66.67 percent of respondents 
commented as follows: 
TABLE 5.15: Open-ended Questions - Obstacles 
Black culture does not accept Black females giving instructions to 
males - 22.22 percent. 
Black females often have managerial skills but do not know how to 
put it to good use, as they often don't have the necessary work 
experience or do not understand the mechanisms of the system - 
33.33 percent. 
Experience obtained by males in previous years. Although things 
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have changed substantially relating to procedures and policies, time 
lost can only be regained with time. This disadvantages the Black 
females who previously were not associated with the industry - 33.33 
percent. 
How you perceive yourself. How you allow others’ perception of you 
to influence you -11.11 percent. 
Competency being questioned because of race and gender - 11.11 
percent. 
Technical - knowledge and ability to repair machinery essentially as 
this requires physical strength - 33.33 percent 
 
FIGURE 5.24: Obstacles for females in the Construction Industry 
(n=9) 
11.11%
33.33%
22.22%
33.33%
Perception of one self
and influence of others
Experience and
knowledge
Culture
None
1
2
3
4
 
 
Figure 5.24 indicates that 50 percent of the respondents indicated 
that the influence of overcoming difficult obstacles will depend on the 
individual’s mindset if they will excel because of it or not. Of the 
respondents, 33.33 percent indicated that the females will achieve 
greater success because they where able to overcome these 
obstacles and 16.67 percent indicated that the individuals will achieve 
improved skills and abilities to excel. 
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FIGURE 5.25: Influence it will have when obstacles are 
overcome
33.33%
16.67%
50.00%
0 0.1 0.2 0.3 0.4 0.5 0.6
Individual
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Will achieve
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1
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TABLE 5.15: Significance of Overcoming Obstacles 
Inspire them to achieve greater success 
Depends on the individual 
Dependent on the  person considered 
If they have skills and abilities they should excel and be the best 
they can be. It is important that they actually deserve to be there and 
not just because they are Black women. These women should be 
equipped with knowledge and skills to meet the cemands of such a 
post, they will after all at the  end of the day be responsible for the 
success of an organisation. 
It would depend completely on the individual. You are looking at a 
victor/victim mindset that would determine outcome. 
No, it will take longer and require much more effort to prove the 
females abilities because of having to counter biased opinions. 
 
5.8 CONCLUDING REMARKS 
This chapter has presented the finding of the empirical study. The 
results of the survey were analysed using the Survey Gold package 
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for Windows version 8.0 which presented the statistical results in 
terms of frequencies and arithmetic means. Data was collected using 
a structured questionnaire for this study. The data has been 
analysed, using techniques such as tabulation, correlation and 
statistical graphs. Chapter six discusses the current situation of 
women empowerment in the Construction Industry and investigates 
the opportunity for further research. 
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CHAPTER 6 
 
SUMMARY, CONCLUSION AND RECOMMENDATIONS 
6.1 INTRODUCTION 
This chapter discusses the findings of the empirical research in 
relation to the research objective.  A summary and overview is 
presented, followed by shortcomings and recommendations for 
further research. 
 
The Construction Industry is male dominated. In order to address the 
imbalance, Government introduced the Broad-Based Black Economic 
Empowerment (B-BBEE) scorecard that makes provision for the 
empowerment of Black females through a scorecard system.  The 
Construction Charter is applied in the Industry on all enterprises that 
have a turnover exceeding R35 million in the case of Civil Engineers. 
The Charter is applied to give further stimulus for the empowerment 
of women and aim to regulate the target of 10 percent Black female 
and 30 percent male ownership in the Construction Industry.  
 
In order to determine the current state of female empowerment in the 
Construction Industry, measured against the B-BBEE scorecard, an 
analysis of the empirical research data depicted in chapter four leads 
to the following conclusions. 
6.2 SUMMARY AND OVERVIEW OF THE RESEARCH 
Economic growth is one of the main concerns of the Government, 
Economists and Entrepreneurs in South Africa. Subsequently, the 
vast majority of South Africans remain excluded from ownership, 
control, management of productive assets and from access to training 
in strategic skills.  
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The literature review (chapter two) provides a broad overview 
regarding the Government’s reform policies to adjust and address 
these problems and outlines how the Broad-Based Black Economic 
Empowerment Scorecard integrates all these policies in the 
scorecard. The elements of B-BBEE and the Construction Charter, 
with the emphasis on Ownership and Management, Female 
Empowerment and contribution of the Construction Industry to the 
South African economy were discussed. 
 
The Construction Industry is well-known as a male dominated 
Industry and females are mostly excluded from the Industry. The 
dilemma the Industry is faced with is the shortage of skills and how to 
reduce the skills gap between males and females. The background of 
the study was therefore contextualized within the problem of 
representative and skills shortages of females in the construction 
sector. A literature overview on gender equality was done on how to 
improve empowerment of women in the Construction Industry. 
 
With the implementation of the Scorecard, females in the Industry are 
challenged to take their stand in the Industry and to become 
successful entrepreneurs and managers.  
 
The empirical study consists of data collected from a questionnaire 
containing open and closed-ended questions. The data was collated 
and results presented in chapter five. 
 
 The interpretation of the results and the current state of female 
empowerment in the Industry as revealed by the research is 
discussed in this chapter.  
6.3 SECTION A: DEMOGRAPHICS 
Ownership was divided in three groups as categorized by the 
scorecard. The majority respondents fell into the categories for 
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Qualifying Small Enterprises (QSE) with turnover between R5 million 
and R35 million or the Generic Enterprises with turnover exceeding 
R35 million.  
 
The overall results in this section indicate that 72 percent of the 
respondents indicated Black ownership and 45.45 percent indicated 
Black female ownership. The conclusion made is that the Industry is 
geared towards Black empowerment, but there is still room for 
improvement on ownership levels. 
6.4 SECTION B: BROAD-BASED BLACK ECONOMIC 
EMPOWERMENT 
The results displayed a clear indication that the majority of the 
respondents are B-BBEE compliant and have B-BBEE scorecards. 
The majority with 44.44 percent achieved a level one scorecard and 
22 percent a level two scorecard. The elements that were scored the 
most on were ownership and management control, followed closely 
by employment equity.  
 
Skills development was the least chosen the least which gives an 
indication that the skills development plan has not yet reached its full 
potential in the Industry. The majority of the respondents indicated 
that the importance of skills development on Black females is very 
high. According to these results the assumption can be made that 
skills development for Black females is supported and that the 
rewards might only be measured in the long-term. 
 
The majority of the respondents indicated that the scorecard is very 
important for tender and procurement purposes. Since most of the 
Industry revenue is generated through the tendering process, more 
emphasis will be placed on the importance of the scorecard with the 
implementation of the new Procurement Act. 
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The conclusion is made that Broad–Based Black empowerment is 
strongly integrated in their strategic management and is used to find a 
competitive edge in the market. 
6.4.1 Black Female Management 
According to the results it is clear that the Industry has made a 
positive contribution toward empowerment of Black females. The 
majority representation of Black females in top management is still 
below the required 10 percent as proposed by the B-BBEE scorecard.  
 
There is a clear indication that the Industry levels will increase over 
the long-term as females in Junior, Middle and Senior Management 
are promoted. It won’t be a significant increase since only 10 percent 
of the respondents see it as a high priority to increase Black female 
management. Only 45 percent of the respondents indicated levels 
above 10 percent. The assumption can be made that the Industry is 
still very male dominated and might take a couple of years to 
implement a mindset change towards greater recognition of the 
abilities of females. 
6.5 SECTION C: TRAINING AND EMPOWERMENT  
The results indicated that the major reason why these enterprises in 
the construction sector do training was because they want to ensure 
that employees are developed to the best of their abilities, regardless 
of race and gender. All the enterprises agreed that there is a shortage 
of skills across all management levels with the emphasis on middle 
management. 
 
The majority of respondents (81.82 percent) agree that there is a 
need for the development of Black females’ managers and that it is 
very important to do managerial training to satisfy the need. In the 
light of these results there is a positive relationship between skills 
development and effective female empowerment. 
 118
 
All the respondents were in agreement regarding the importance for 
entrepreneurs and managers to have an overall knowledge of the 
Construction Industry. This is further proof that emphasis should be 
placed on skills development and empowerment to equip future 
managers.  
 
The preferred training methods chosen by the majority of respondents 
were on the job training (39.29 percent), informal seminars (25 
percent) and mentorship (21.43 percent) Due to the amount of 
practical work involved, empowerment through the transfer of 
knowledge might prove to be the most effective training method.   
 
All the respondents indicated that training and mentoring programs 
will help Black female managers to be more effective in strategic 
planning, decision making and day to day running of the business. 
There is a positive relationship between skills development and 
effective organisational management. 
 
The results indicated that it is important to have an overall knowledge 
of what the work entails to be an effective manager. This knowledge 
is created through experience and skills development.  
 
The conclusion made is that hands-on experience is one of the best 
empowerment tools available in the Industry. Without knowledge and 
experience it won’t be possible to gain a competitive edge in the 
Industry. 
 
As entrepreneurs and owners it is important to realize that it is 
important to develop employees to be effective at management. 
According to the results, the majority of organisations indicated that 
training and empowerment is important (63.64 percent) and that it 
forms part of their long-term strategic training plan (72.27 percent). 
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Employees that are most often targeted for training are at middle 
management level.  
 
Table 5.5 indicates the importance respondents allocated to 
Managerial training for Black females. Figure 5.25 emphasizes that 
females will need experience and knowledge to overcome obstacles. 
Experience, however, does not happen overnight and organisations 
must realize that the process of empowerment is a continuous 
process, spread out over a couple of years. Obstacles that put further 
strain on empowerment are critical shortage of skills and inadequate 
investment in skills development as indicated in chapter two. Since 
there are not enough skilled individuals to assist in the training and 
transfer of skills, it may cause the empowerment period to be 
restrained even more.  
6.6 SECTION D: GENDER ACHIEVEMENT 
The respondents were divided in two strong groups. 54.55 percent of 
the respondents believed that women are no longer discriminated 
against when it comes to promotions and salaries and 45.54 percent 
believed women are discriminated against.  
 
The literature review revealed that research samples done in 2003 
about gender equity in Construction, reported that 87 percent of 
respondents indicated that their firms provided equal opportunities for 
female workers to be promoted. The results of the empirical study 
show a decline in comparison with the 2003 samples. It indicates that 
the Industry has not yet fully embraced gender equality. Two possible 
reason for it can be that there is lack of interest on the side of females 
to choose the Construction Industry as their career path and that the 
male dominance is still strong in the Industry. Research by Yona as 
discussed in chapter three indicated that there is still a need to 
advance women in managerial positions and that women still have no 
greater chances of promotion.  
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 Surprisingly the majority of the respondents (91 percent) indicated 
that females are able to perform tasks just as good - if not better - 
than their male counterparts. The only reason given why females fail 
compared to their male counter parts was due to physical strengths. 
On management level, physical strength should be irrelevant since 
hardly any physical work is being done and most of management job 
descriptions imply a supervisory role over unskilled and semi-skilled 
workers.  
 
The only case where strengths (or a lack thereof) could be an 
obstacle is where heavy objects such as bags of cement or 
machinery need to be moved.  Many females have proven in the past 
that they are able to carry heavy objects. In the rural areas, females 
are used to carry heavy water containers and do not see physical 
strength an obstacle in this regard. The literature review in chapter 
three revealed that females were once builders and architects of their 
homes. Research by Yona agrees that females are just as talented, 
intelligent, hard working and competent as their male counterparts. 
 
Female efficiency was rated higher than that of males when it came 
to quality and quantity, with most of the respondent (91.09 percent) 
indicating a positive response in this regard. Respondents also 
indicated that with the mentorship and guidance, the females will be 
able to stand their ground. This once again proves the important role 
which skills development plays in empowerment.  
6.7 SECTION D: OBSTACLES 
A third of the respondents indicated that they do not perceive any 
difficult obstacles to overcome. The remainder of respondents 
indicated that the biggest obstacle to overcome would be experience 
and knowledge, followed by culture and self-perception. This is 
underlined by the literature review in chapter three, which indicated 
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that the majority of obstacles faced by females are general obstacles 
related to the Construction Industry and not related to gender or race.  
 
 According to the results the emphasis is once again placed on the 
importance of skill development and mentorship to empower Black 
females to overcome obstacles and take their place to become 
efficient managers. Studies done by the Bank of Asia, as discussed in 
chapter three regarding the empowerment, revealed that 
consciousness rising has led to a new consciousness, self-worth, 
collectiveness and access to skills and information. The literature 
review  also revealed that the training of women in construction and 
business related skills is essential so that they can participate with a 
better informed understanding of the construction issues and 
contibute more meaningful to the grow of a nation. It also helps to 
empower them to raise their earning status to generate sustainable 
income. 
 
The results indicate that when these obstacles are overcome, it will 
still depend on the individual’s mindset to determine her excellence 
as a leaders. It will depend on a combination of how knowledge is 
applied and self-believe if they are able to stand their ground in a 
male environment.  This important statement is emphasized by the 
story of Anna Mofakeng (chapter three) who vowed to make a 
difference after destruction caused by floods. The result of her 
positive mindset was a multi-million rand building enterprise after four 
years. 
6.8 SHORTCOMINGS AND SUGGESTIONS FOR FUTURE 
RESEARCH. 
In a critical evaluation, the following shortcomings in the research 
were identified and leaves room for further research: 
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• The targeted population was only a certain cluster of the 
Construction Industry. Further research can be done on other 
clusters within the Construction Industry to determine if the 
outcome of the research will be the same.  
• Most of the respondents who completed the questionnaires 
were males. It would be significant to get a more feministic 
view on the gender achievement section. 
• Responses received were biased towards top management‘s 
assessment of the current situation. Broader involvement of 
employees on different management levels could be 
considered to determine how training impacted on their skills 
development and managerial skills. 
• The active involvement and competencies of Black ownership 
and management was not measured to determine their 
economic value to the organisation.  
• Period of Black ownership was not measured. It would be 
interesting to do research to determine how Black ownership 
levels have changed over the past decade. 
• The efficiency of applied training method was not measured to 
determine the personal growth of managers due to training.  
• The impact and involvement of Top and Senior Management in 
mentorship and training programs were not measured.  
6.9 RECOMMENDATIONS 
The current state of the population measured displayed a positive 
attitude towards transformation. The compliancy rate is very high. 
81.82 percent of the respondent indicated that they do have 
scorecards and 72 percent indicated Black ownership and 45 percent 
indicated Black female ownership within the organisation. The 
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Construction Sector can therefore be seen as the Industry leaders 
regarding Black Economic Empowerment.  
 
The rate of female empowerment however needs to receive more 
attention. Marketing should be done through schools and universities 
to make females more aware of opportunities that are available in the 
Construction Industry.  
 
As leaders in the Construction Industry on transformation, Safcec 
members could reach out to the rest of the Industry as part of 
enterprise development, to extend mentor programs outside their own 
organisations and develop a network of small enterprises. 
• A needs analysis needs to be done to identify clusters where 
transformation is not on track. 
• A mentorship program should be developed which focuses 
directly on management skills. It can be done in co-operation 
with a business school and engineering school to combine 
critical strategic issues. 
• Within the individual organisations, a couple of individuals with 
leadership potential (from various levels of management) 
should be identified to follow the mentorship program. 
• These individuals should be mentored by a senior manager 
(with the necessary skills) over a period of at least a year. 
When individual have achieved their required targets, they 
should become mentors within the organisation to mentor 
other individuals within the organisation. 
• These mentoring programs can only assist these managers to 
become entrepreneurs and help to assist them to build a 
successful business of their own.  
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6.10 CONCLUDING REMARKS 
The Government’s aim to get previously disadvantaged Black people 
to participate in the mainstream of the economy in South Africa is not 
an easy task. Government has provided the mechanism for 
ownership, development and transformation to occur via the B-BBEE. 
However, it remains up to individuals to decide whether to make use 
of the opportunities provided. 
 
Through empowerment, individuals will have to identify an opportunity 
that arises and capitalize on it. Workers must realize that success 
goes hand in hand with hard work. Government and enterprises can 
supply the tools, but it depends on each individual how the tools are 
being applied. As many respondents indicated, it depends on each 
person’s mindset if obstacles are going to become stepping stones to 
success. 
. 
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ANNEXURE A 
THE COVERING LETTER 
 
To: Members of SAFCEC 
 
I am currently busy completing my MBA and I need to submit a 
dissertation. This research is part of the final stage to complete it. 
 
PURPOSEOF SURVEY 
The following is a questionnaire directed at Management level in the 
Construction Industry. The following survey will be used to determine 
the organisation’s current Broad-Based Black economic 
empowerment status regarding ownership and management of Black 
women in the Construction Industry and to establish the future growth 
of women empowerment in the Construction Industry. 
 
CONFIDENTIALITY 
The research results will be used for educational purposes only. I 
appreciate the time taken to complete the questionnaire. 
 
DUE DATE 
Please complete the questionnaire by 31 August 2009 and email to 
podges@sainet.co.za or fax back to 0866197892  
 
I thank you for the time and effort taken in filling out this 
questionnaire. 
 
Joan Podges 
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ANNEXURE  B 
 
THE QUESTIONNAIRE 
Instructions 
Answer questions as they relate to you. For most answers, check the 
boxes most applicable to you or fill in the blanks. Please mark the 
relevant block of your choice with an X. 
SECTION A - DEMOGRAPHIC SECTION 
1. Type of Organisation  
(Select only one.) 
CC 
Pty (Ltd) 
Joint Venture 
Trust 
Other 
2. Size of company – Employees  
(Select only one.) 
0-50 
51-100 
101-150 
151-200 
201-250 
more than 250 
3. Annual Turnover  
(Select only one.) 
0 - R 5 Million 
R 5 Million - R 35 Million 
More than R35 Million 
4. Black women –What  percent of  Black women ownership in 
represented in the Organisation?  
(Select only one.) 
None 
1-10 percent 
10-20 percent 
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20-30 percent 
30-40 percent 
40-50 percent 
50-60 percent 
60-70 percent 
70-80 percent 
80-90 percent 
90-100 percent 
5. Black Ownership – Please state  percent of  Black ownership 
in the organisation?.  
(Select only one.) 
None 
1-10 percent 
10-20 percent 
20-30 percent 
30-40 percent 
40-50 percent 
50-60 percent 
60-99 percent 
100 percent 
6. Are you registered with CIDB ?  
(Select only one.) 
Yes 
No 
7. What Level Cidb level did you qualify for?  
(Select only one.) 
Level 1 
Level 2 
Level 3 
Level 4 
Level 5 
Level 6 
Level 7 
Level 9 
SECTION B - BROAD-BASED BLACK ECONOMIC 
EMPOWERMENT 
8. Does your organisation have a B-BBEE scorecard?  
(Select only one.) 
Yes 
No 
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Still in process to be scored 
9. Would you say it is important to have a B-BBEE scorecard for 
tender purposes?  
(Select only one.) 
Yes 
No 
10. How important is it to have a B-BBEE scorecard for tender 
purposes?  
(Select only one.) 
Low 
Medium 
High 
11. What rating did you achieve on your scorecard? Level 1 -9  
(Select only one.) 
Level 1 
Level 2 
Level 3 
Level 4 
Level 5 
Level 6 
Level 7 
Level 8 
Level 9 
12. Does the rating of the scorecard that you achieve impact on 
procuring contracts?  
(Select only one.) 
Yes 
No 
13. Rate the importance of the scorecard to procure contracts.  
(Select only one.) 
Not Important 
Important 
Very Important 
14. On which of the following elements were you scored?  
Ownership          
Management Control 
Employment Equity 
Skills Development 
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Preferential Procurement 
Enterprise Development 
Socio-Economic Development 
15. Do you have any Black women representation in your 
organisation management?  
Yes 
No 
16. What is the representation of Black Women  in Senior 
Management  
None 
Less than 10 percent 
10-20 percent 
20-30 percent 
30-40 percent 
40-50 percent 
50-60 percent 
60-70 percent 
More than 70 percent 
17. What is the representation of Black Women  in  Top 
Management  
None 
Less than 10 percent 
10-20 percent 
20-30 percent 
30-40 percent 
40-50 percent 
50-60 percent 
60-70 percent 
More than 70 percent 
18. What is the representation of Black Women  in Middle 
Management  
None 
Less than 10 percent 
10-20 percent 
20-30 percent 
30-40 percent 
40-50 percent 
50-60 percent 
60-70 percent 
More than 70 percent 
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19. What is the reprentation of Black Women in Junior 
Management  
<10 percent 
10-20 percent 
20-30 percent 
40-50 percent 
50-60 percent 
>60 percent 
11..1 SECTION C - TRAINING AND EMPOWERMENT 
20. Do you make provision for Black Management training 
because?  
To be in alignment with the B-BBEE requirements  
To be in alignment with the Skills Development Act 
To ensure employees are developed to best of their abilities 
None of the above 
21. Do you experience a shortage of skills in the Industry in the 
following categories?  
Skilled workers 
Junior Management 
Middle management 
Senior management 
22. Is there a need for skills development for Black female 
managers in your organisation?  
Yes 
No 
23. How important is managerial training for Black men in your 
organisation?  
Not important 
Important 
Very Important 
24. How important is Managerial training for Black females in 
your organisation?  
Not important 
Important 
Very Important 
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25. To be a successful entrepreneur  in the Industry: Is it 
important to have an overall knowledge of what the work entails 
in the Industry?  
Entrepreneur - Yes 
Entrepreneur - No 
26. To be a successful  manager in the Industry: Is it important 
to have an overall knowledge of what the work entails in the 
Industry?  
Manager - Yes 
Manager No 
27. Does an entrepreneur or Manager need to have good 
managerial skills?  
Yes 
No 
28. Do you think that training and mentoring programs will help 
Black women Entrepreneurs and Managers to be more effective 
in:  
Strategic Planning - Yes 
Strategic Planning - No 
29. Do you think that training and mentoring programs will help 
Black women Entrepreneurs and Managers to be more effective 
in  
Decision making - Yes 
Decision making - No 
30. Do you think that training and mentoring programs will help 
Black women Entrepreneurs and Managers to be more effective 
in  
Day to day running of the business - Yes 
Day to day running of the business - No 
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31. According to your organisations long term goals, are you 
planning to increase the number of Black female managers in 
future? By how many?  
None 
0 -10 percent 
10-20 percent 
20-30 percent 
30-40 percent 
40-50 percent 
50-60 percent 
60-70 percent 
>70 percent 
32. Does the  training and empowerment plan according to your 
long term goals take the following criteria in to account?  
Employment Equity Act -Yes 
Employment Equity Act - No 
33. Does the  training and empowerment plan according to your 
long term goals take the following criteria in to account  
Broad-Based Black Economic empowerment - Yes 
Broad-Based Black Economic empowerment - No 
34. Does the  training and empowerment plan according to your 
long term goals take the following criteria in to account?  
Skills Development Act - Yes 
Skills Development Act - No 
35. What level of employees are targeted for training?  
Labourers 
Junior Management 
Middle management 
Senior Management 
Top Management 
36. Does Race and Gender play an important role in your training 
selection. Please motivate why.  
Yes 
No 
Please motivate: 
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37. How strong does your company feel about promotion of 
women rather than men?  
Low 
Medium 
High 
38. What is your strategy regarding empowerment of women in 
the  Construction Industry  on Senior Management Level?  
Delegate projects  to build confidence 
On the job training 
Mentorship 
Bursaries for formal education 
Informal 
seminars/courses 
39. What is your strategy regarding empowerment of women in 
the  Construction Industry  on Middle Management Level?  
Delegate projects and task to build confidence and enhance skills 
On the job training 
Mentorship 
Bursaries for formal education 
Informal 
seminars/courses 
40. What is your strategy regarding empowerment of women in 
the  Construction Industry on Junior Management Level?  
Delegate projects and task to build confidence and enhance skills 
On the job training 
Mentorship 
Bursaries for formal education 
Informal seminars/courses 
41. What training methods do you use? (eg. on-site, classroom, 
etc.)  
On Site training 
Classroom/ seminars 
Mentorship 
Intern learner ships 
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42. Will the above management  training and empowerment be 
adequate to  meet the current needs of the Construction 
Industry? Elaborate  
Yes 
No 
Elaborate  
11..2 SECTION D - GENDER ACHIEVEMENT  
43. Do you feel women are still discriminated against when it 
comes to promotions and salary, just because of their gender?  
Yes 
No 
44. By evaluating the same tasks performed by male and 
females, is there a significant difference in the outcome? Please 
Motivate  
Yes 
No 
Please Motivate: 
45. Would you say that Female Managers can be equally 
effective and successful as their  male counter parts.  
Yes 
No 
Reason behind it: 
SECTION E - OBSTACLES 
46. What obstacles would you perceive as the most difficult to 
overcome for Black females in the Construction Industry to be 
successful entrepreneurs and managers?  
None 
Explain if any: 
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47. In order to overcome these obstacles, will it have a great 
influence to prevent women to excel to Managerial and 
ownership positions, or rather aspire them to achieve greater 
success. 
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ANNEXURES C 
 
THE RESULTS OF EMPERICAL STUDY 
 
Count  percent Response: Published 2009/11/20. 
 
1. Type of Organisation  
 
7  63.64 percent  CC 
4  36.36 percent  Pty (Ltd 
 
2. Size of company – Employees 
 
4  06.36 percent  0-50 
2  18.18 percent  51-100 
2  18.18 percent  151-200 
1  09.09 percent  201-250 
2  08.18 percent more than 250 
 
3. Annual Turnover 
 
1  09.09 percent  0 - R 5 Million 
6  54.55 percent  R 5 Million - R 35 Million 
4  06.36 percent  More than R35 Million 
 
4. Black women –What  percent of Black women ownership in 
represented in the Organisation? 
 
 
6 54.55 percent  None 
3  27.27 percent  1-10 percent 
1  09.09 percent  10-20 percent 
1 09.09 percent  40-50 percent 
 
5. Black Ownership – Please state  percent of Black ownership in 
the organisation? 
 
 
3  27.27 percent None 
1  09.09 percent  1-10 percent 
1  09.09 percent  20-30 percent 
1  09.09 percent  50-60 percent 
3  27.27 percent  60-99 percent 
2  18.18 percent  100 percent 
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6. Are you registered with CIDB ? 
 
 
8  02.73 percent  Yes 
3  07.27 percent  No 
 
7. What Level Cidb level did you qualify for? 
 
1  12.50 percent  Level 4 
2 25.00 percent  Level 5 
3  37.50 percent  Level 6 
1  12.50 percent  Level 7 
1 12.50 percent  Level 9 
 
8. Does your organisation have a B-BBEE scorecard? 
 
 
9 81.82 percent  Yes 
2  18.18 percent  No 
 
9. Would you say it is important to have a B-BBEE scorecard for 
tender purposes? 
 
10  91.01 percent  Yes 
11 09.09 percent  No 
 
10. How important is it to have a B-BBEE scorecard for tender 
purposes? 
 
2  18.18 percent  Low 
2  18.18 percent  Medium 
7  63.64 percent  High 
 
11. What rating did you achieve on your scorecard? Level 1 -9 
 
4  44.44 percent  Level 1 
2 22.22 percent  Level 2 
1  11.11 percent  Level 3 
1  11.11 percent  Level 4 
1  11.11 percent  Level 8 
 
12. Does the rating of the scorecard that you achieve impact on 
procuring contracts? 
 
8  80.00 percent  Yes 
2  20.00 percent  No 
 
13. Rate the importance of the scorecard to procure contracts. 
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2  20.00 percent  Not Important 
1  10.00 percent  Important 
7  70.00 percent  Very Important 
 
14. On which of the following elements were you scored? 
 
8  88.89 percent  Ownership 
8  88.89 percent  Management Control 
8  88.89 percent  Employment Equity 
4  44.44 percent  Skills Development 
6  66.67 percent  Preferential Procurement 
4  44.44 percent  Enterprise Development 
7  77.78 percent  Socio-Economic Development 
 
15. Do you have any Black women representation in your 
organisation management? 
 
9  81.82 percent  Yes 
2  18.18 percent  No 
 
16. What is the representation of Black Women in Senior 
Management 
 
3  27.27 percent  None 
5  45.45 percent  Less than 10 percent 
2  18.18 percent  10-20 percent 
1  9.09 percent  40-50 percent 
 
17. What is the representation of Black Women in Top 
Management 
 
3  27.27 percent  None 
7 63.64 percent  Less than 10 percent 
1  09.09 percent  40-50 percent 
 
18. What is the representation of Black Women in Middle 
Management 
 
5  45.45 percent  None 
3  27.27 percent  Less than 10 percent 
3  27.27 percent  10-20 percent 
 
 
19. What is the reprentation of Black Women in Junior 
Management 
 
4  44.44 percent  <10 percent 
2  22.22 percent  10-20 percent 
1  11.11 percent  20-30 percent 
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1  11.11 percent  40-50 percent 
1  11.11 percent  50-60 percent 
 
 
20. Do you make provision for Black Management training 
because? 
 
9  81.82 percent  To ensure employees are developed to 
best of     their abilities 
2  18.18 percent  None of the above 
 
 
21. Do you experience a shortage of skills in the Industry in the 
following categories? 
 
10  90.91 percent  Skilled workers 
5  45.45 percent  Junior Management 
10 90.91 percent  Middle management 
7 63.64 percent  Senior management 
 
22. Is there a need for skills development for Black female 
managers in your organisation? 
 
9  81.82 percent  Yes 
2  18.18 percent  No 
 
23. How important is managerial training for Black men in your 
organisation? 
 
1  09.09 percent  Not important 
3  27.27 percent  Important 
7 63.64 percent  Very Important 
 
24. How important is Managerial training for Black females in 
your organisation? 
 
2  18.18 percent  Not important 
2  18.18 percent  Important 
7  63.64 percent  Very Important 
 
25. To be a successful entrepreneur in the Industry: Is it 
important to have an overall knowledge of what the work entails 
in the Industry? 
 
11  100.00 percent  Entrepreneur - Yes 
 
26. To be a successful manager in the Industry: Is it important to 
have an overall knowledge of what the work entails in the 
Industry? 
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11  100.00 percent  Manager - Yes 
 
27. Does an entrepreneur or Manager need to have good 
managerial skills? 
 
9  100.00 percent  Yes 
 
 
28. Do you think that training and mentoring programs will help 
Black women Entrepreneurs and Managers to be more effective 
in: 
 
11  100.00 percent  Strategic Planning - Yes 
 
29. Do you think that training and mentoring programs will help 
Black women Entrepreneurs and Managers to be more effective 
in 
 
11  100.00 percent  Decision making - Yes 
 
30. Do you think that training and mentoring programs will help 
Black women Entrepreneurs and Managers to be more effective 
in 
 
11  100.00 percent  Day to day running of the business - Yes 
 
31. According to your organisations long term goals, are you 
planning to increase the number of Black female managers in 
future? By how many? 
 
4  36.36 percent  None 
2  18.18 percent  0 -10 percent 
2  18.18 percent  10-20 percent 
2  18.18 percent  20-30 percent 
1  09.09 percent  40-50 percent 
 
32. Does the training and empowerment plan according to your 
long term goals take the following criteria in to account? 
 
8  72.73 percent  Employment Equity Act -Yes 
3  27.27 percent  Employment Equity Act – No 
 
33. Does the training and empowerment plan according to your 
long term goals take the following criteria in to account 
 
7  70.00 percent  Broad-Based Black Economic 
empowerment -     Yes 
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3  30.00 percent  Broad-Based Black Economic 
empowerment -     No 
34. Does the training and empowerment plan according to your 
long term goals take the following criteria in to account? 
 
9  81.82 percent  Skills Development Act - Yes 
2  18.18 percent  Skills Development Act – No 
 
35. What level of employees are targeted for training? 
 
9 81.82 percent Labourers 
10  90.91 percent  Junior Management 
8  72.73 percent  Middle management 
5  45.45 percent  Senior Management 
5  45.45 percent  Top Management 
 
36. Does Race and Gender play an important role in your training 
selection. Please motivate why. 
 
2  18.18 percent  Yes 
9 81.82 percent  No 
 
37. How strong does your company feel about promotion of 
women rather than men 
 
3 30.00 percent  Low 
6  60.00 percent  Medium 
1 10.00 percent  High 
 
38. What is your strategy regarding empowerment of women in 
the Construction Industry on Senior Management Level? 
 
3  37.50 percent  Delegate projects to build confidence 
2  25.00 percent  On the job training 
7  87.50 percent  Mentorship 
2 25.00 percent  Bursaries for formal education 
3  37.50 percent  Informal 
7  87.50 percent  Seminars/courses 
 
39. What is your strategy regarding empowerment of women in 
the Construction Industry on Middle Management Level? 
 
6  60.00 percent  Delegate projects and task to build 
confidence and       enhance skills 
8  80.00 percent  On the job training 
7  70.00 percent  Mentorship 
4 40.00 percent  Bursaries for formal education 
2  20.00 percent  Informal 
6  60.00 percent  seminars/courses 
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40. What is your strategy regarding empowerment of women in 
the Construction Industry on Junior Management Level? 
 
6  54.55 percent  Delegate projects and task to build 
confidence     and enhance skills 
11  100.00 percent  On the job training 
6  54.55 percent  Mentorship 
7  63.64 percent  Bursaries for formal education 
4  36.36 percent  Informal seminars/courses 
 
41. What training methods do you use? (eg. on-site, classroom, 
etc.) 
 
11  100.00 percent  On Site training 
7  63.64 percent  Classroom/ seminars 
6  54.55 percent  Mentorship 
4  36.36 percent  Intern learner ships 
 
42. Will the above management training and empowerment be 
adequate to meet the current needs of the Construction 
Industry? Elaborate 
 
9  81.82 percent  Yes 
2  18.18 percent  No 
 
43. Do you feel women are still discriminated against when it 
comes to promotions and salary, just because of their gender? 
 
5  45.45 percent  Yes 
6  54.55 percent  No 
 
44. By evaluating the same tasks performed by male and 
females, is there a significant difference in the outcome? Please 
Motivate 
 
5  45.45 percent  Yes 
6  54.55 percent  No 
 
45. Would you say that Female Managers can be equally 
effective and successful as their male counter parts. 
 
 
10  0.91 percent  Yes 
1  9.09 percent  No 
 
46. What obstacles would you perceive as the most difficult to 
overcome for Black females in the Construction Industry to be 
successful entrepreneurs and managers? 
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3  33.33 percent  None 
6  66.67 percent  Explain if any: 
 
47. In order to overcome these obstacles, will it have a great 
influence to prevent women to excel to Managerial and 
ownership positions, or rather aspire them to achieve greater 
success. 
 
7  100.00 percent  Achieve greater success. 
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